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ABSTRACT 
In an effort to clarify the social-psychological 
explanation of sex differences in work stress this thesis 
incorporates sex role theory into an investigation of job 
pressures of job holders in a banking organisation (n = 
135). The psychological constructs of positive and 
negative, femininity and masculinity, are involved in the 
testing of five sex role models: the congruence model, the 
additive androgyny model, the interactive androgyny model, 
the differential androgyny model and the masculinity model. 
This study sets out to isolate the job factors which 
are perceived as stressors by the sample as a whole and on 
the basis of job sectors. The general health status of the 
sample is examined in relation to the incidence of pressure 
and in contrast to other occupational stress studies. 
Masculinity and femininity scale scores are investigated and 
the five sex role models examined in terms of contribution 
of masculine and feminine attributes to the reportation of 
stressors in the work environment. 
A survey questionnaire containing four sections, Job 
Pressures, Personal Description (Antill, Cunningham, Russell 
& Thompson, 1981), General Health Questionnaire (GHQ-12, 
Goldberg, 1972), and Background Information was utilised in 
the study. Fourteen stressors were isolated, 11 fnr the 
sample as a whole and three dependent on job sector. A 
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small positive relationship emerged between ill health and 
the incidence of pressure. In comparison to other 
occupational stress studies the sample appears to have a 
lower general health status. ANOVAs were used to test the 
differences between groups on the basis of sex role scale 
scores. The femininity-negative and masculinity-negative 
scales contributed significantly to stress scores, providing 
support for the additive androgyny model. 
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CHAPTER ONE: INTRODUCTION 
Sex-of-subject differences are less pervasive than many 
have thought. Furthermore the amount of variance accounted 
for by gender, even when main effects are reliable, is 
typically small (Deaux, 1984; Maccoby & Jacklin, 1974). 
Among other problems sex-of-subject is descriptive rather 
than conceptual and dichotomous rather than continual 
(Deaux, 1977). As such it serves only as a gross marker in 
predicting individual differences. 
In an effort to understand sex differences researchers 
in a variety of fields have recognised the limitations of 
sex as a psychological variable and have incorporated sex 
role theory into their investigations. Sex role theory 
acknowledges sex role stereotypes, that is, the existance of 
highly consensual norms and beliefs about the differing 
characteristics of men and women. Psychological differences 
between the sexes are not seen to be the result of 
biological destiny but are learned after birth through the 
sex role socialisation processes by which children learn to 
adopt, to some degree, a body of characteristics and 
behaviours socially ascribed to their gender (Antill, 
Cunningham, Russell & Thompson, 1981; Bern, 1977, 1981; 
Broverman, Braverman, Clarkson, Rosenkrantz & Vogel, 1970; 
Deaux, 1977; Powell, 1982; Spence & Helmreich, 1978; Spence, 
Helmreich & Holahan, 1979). 
The role of women in society is radically changing in 
most western countries. The economic pressures of 
inflation, the influence of the women's movement, and the 
psychological 'need to develop one's self-identity' are 
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encouraging women to take a more active role outside the 
home, to pursue full tiwe careers or education or 
participate more widely in society (Davidson & Cooper, 1986; 
Haw, 1982). Women are now living in a more 
career-orientated environment than previous generations and 
in many cases are working due to economic necessity. This 
is especially evident in the increases in the female labour 
force numbers and is consistent with later marriage, more 
childless marriages and changes in the time pattern 
commitment to child rearing. 
In New Zealand labour force growth and change in total 
labour-force participation levels have varied markedly 
between males and females between 1961 and 1986. The male 
labour-force grew from 674,578 at the 1961 census to 935,049 
at the 1986 census an increase of 260,471 or 37.7 percent. 
In contrast the female labour-force increased markedly from 
240,134 to 669,981 a growth of 429,847 or 179.0 percent. In 
contrast to male labour-force participation, which decreased 
steadily during the intercensal period 1961-1986, female 
labour-force participation has increased rapidly. This has 
resulted in a marked change in the sex distribution within 
the labour force. At the 1961 census 26.3 percent of the 
total labour force were females but by the 1986 census this 
figure had nearly doubled to 41.7 percent (New Zealand 
Official Yearbook, 1987-1988). 
Research over the past 25 years suggests that work may 
be a significant source of stress, and that stress is tied 
to serious consequences in regard to mental and physical ill 
health (Cooper & Marshall, 1976; Cline & Chosy, 1972; Haynes 
& Feinleib, 1980; House, 1974; Whitley, 1984). However 
"until recently, studies on work related stress either 
excluded women as subjects or did not analyse sex 
differences" (Haw, 1982, p 132). This situation is 
improving (Ivancevich & Matteson, 1980; Jick & Mitz, 1985; 
Kessler & McRae, 1981). 
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In general, however, research on sex differences in work 
stress has equated sex role with gender. There has been 
little acknowledgement of feminine and masculine attributes 
or their interplay with gender in the examination of 
individual differences in the stress process within the 
sphere of paid employment (Gore & Mangione, 1983; Haw, 1982; 
Jick & Mitz, 1985; Rotheram & Weiner, 1983). It is hoped 
that the inclusion of sex role theory and models in this 
study of work stress will clarify the role of socialisation 
in the stress process, particularly in terms of perceived 
stress experiences and the influence of masculine and 
feminine attributes (Jick & Mitz, 1985; Whitley, 1984). 
Studies on work-related stress and women tend to concern 
less specific factors of job environments than do studies 
concerning men (Haw, 1982). Specific variables such as the 
underutilisation of skills, lack of recognition for 
achievement, presence of deadlines and knowledge of career 
opportunities warrant investigation in work stress studies 
for both men and women. 
Obtaining information on the stressors employees, both 
men and women, face in their working environments and their 
psycological attributes of masculinity and femininity 
enables the examination of stress sources and sex role 
models in the organisational environment. A group of bank 
employees at a similar level in the organisation structure 
were invited to participate in the survey research component 
of this thesis. 
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The balance of this thesis takes the following form. 
The next chapter reviews the literature on work stress, sex 
differences, sex role theory and measurement, and ends by 
looking at the literature available on the interplay of sex 
roles and work stress. Chapter three outlines the research 
methodology of this study and chapter four presents the 
results. Results focus on three main areas, job factors, 
general health and the sex role models. 
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CHAPTER TWO: REVIEW OF THE LITERATURE 
A. WORK STRESS 
(i) Introduction 
Stress is a term derived from the technical sciences and 
indicates an excessive, detrimental overloading of objects. 
In the 1960's following developments in medical and 
psychological fields, the stress concept was granted a place 
in the field of work and organisational psychology under the 
label of 'organisational stress' (Kahn, Wolfe & Quinn, 
1964). 
Over the past decade increasing attention has been 
devoted to organisational stress (Corlett & Richardson, 
1981; Gmelch, 1983; Haw, 1982; Ivancevich & Matteson, 1980; 
Jick & Mitz, 1985; Marshall & Cooper, 1979; Quick & Quick, 
1984). Stress information and large volumes of literature 
appeal to a broad spectrum of readers - to academic 
researchers in applied and occupational psychology, 
occupational medicine, management, personnel etc - and to 
practitioners working in industry, the occupational medicine 
field, mental health specialists, social workers and others 
interested in the health of the individual worker. 
Characteristic of the 20th century is the growing 
complexity of organisations, increased specialisation, more 
mutual interdependence and more complicated tasks. 
Organisations can make people prosper, but the opposite is 
also possible, people can be frustrated in their careers and 
fall ill because of bad working conditions (Winnubst, 1984). 
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companies can hardly deny the significant impact 
they have on individuals' lives, and lifestyles. 
They demand, at a minimum, approximately one-third 
of the individual's waking time, determine their 
standard of living and main non-voluntary 
relationships; they significantly influence where 
they live geographically and what the future holds. 
They are, in sum, a major source of demands and 
constraints on their employees. 
Marshall & Cooper (1981 p. xiii). 
Organisational stress has been suggested to be linked to 
physical and mental health (Cooper & Marshall, 1976; 
Whitley, 1984) coronary heart disease (Davidson & Cooper, 
1986; House, 1974; Ivancevich & Matteson, 1980) absenteeism 
and turnover (Gupta & Beehr, 1979) and job performance and 
withdrawal behaviours (Jamal, 1984; McGrath, 1976). 
Investigations of work stress have been conducted with 
varying occupational samples with the more recent inclusion 
of female subjects and predominantly female employment 
spheres: accountants (Touliatos, Bedeian, Mossholder & 
Barkman, 1984); public employees (Bryson, 1984); teachers 
(Galloway, Panckhurst, Boswell, Boswell & Green, 1984); 
medical, law and graduate students (Heins, Fahey & Leiden, 
1984); nurses (Posner, Lester & Leitner, 1984); clergymen 
and clergywomen (Richmond, Rayburn & Rogers, 1985); 
engineers (Keenan & Newton, 1985); and mass media 
professionals (Fischer, 1985). 
There are many models of stress in the literature. 
Stress has been conceptualised as a stimuli (Winnubst, 
1984), as a first level outcome (Parker & De Cotiis, 1983), 
7 
as a resultant state (Fraser, 1983), and as a process 
(French & Caplan, 1972; Kahn, 1970; McGrath, 1976). The 
author here co~siders stress as a process, as this is most 
often utilised in studies of organisation stress. Jick and 
Mitz (1985) present a useful rudimentary model of work 
stress, a model based on McGrath (1976) that places emphasis 
on the individual. As shown in Figure 1, the stress process 
begins with situations, events or other sources of stress 
(stressors) which are interpreted and evaluated with respect 
to what is at stake (cognitive appraisal). An individual 
will then try to cope with or alter the stress-provoking 
conditions (coping behaviour) in order to mitigate the 
magnifestation of psychological, behavioural, or 
physiological strain symptoms. The conceptualisation of 
individual differences here suggests that individuals are 
likely to be exposed to different stressors and that the 
relationships between stressors and cognitive appraisal, 
appraisal and coping, and coping and strain symptoms may be 
moderated by individual differences. 
Although there is a popular tendency to over emphasise 
the negative effects of stress can have beneficial 
consequences. Positive stress (eustress) is the desirable, 
healthy, constructive outcome of any stress response and may 
involve challenge, growth or adaptability. Negative stress 
(distress) is the undesirable, unhealthy, destructive 
outcome of any stress response and may involve alcohol and 
drug abuse, heart disease or depression (Quick & Quick, 
1984). This duality of stress is well illustrated by the 
Chinese representation of stress by the characters denoting 
'opportunity' and 'danger'. 
The major focus of occupational or organisational stress 
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investigations is the interaction of the worker and 
stressors in the work environment. Researchers have 
attempted to isolate stressors such as role conflict (French 
&·Caplan, 1972; Rotheram & Weiner, 1983), organisational 
climate (Marshall & Cooper, 1979), time pressure, 
relationships at work, career development (Parker & De 
Cotiis, 1983), time and/or efforts wasted (Weiss, Ilgen & 
Sharbaugh, 1982), and resource inadequacy (Jamal, 1984). 
The common potential sources of stress are summarised in 
Table 1 reproduced from Corlett and Richardson (1981). 
Similar lists have been drawn up by Marshall and Cooper 
(1979), Ivancevich and Matteson (1980) and others. 
Fourteen potential work stress dimensions have been 
selected by the author for inclusion in the survey research 
on work stress. They are job ambiguity, role conflict, 
quantitative overload, qualitative overload, underload, time 
management, career development, organisational structure, 
environmental conditions, communication, feeling isolated, 
individual identity, discrimination and sexual harassment. 
When individuals do not understand what is expected of 
them in their job or have inadequate knowledge about their 
work roles in terms of authority and responsibilities, job 
ambiguity is likely to occur and act as a source of stress 
(Ivancevich & Matteson, 1980). Receiving conflicting 
demands from two or more people, or experiencing 
inconsistency in acceptable behaviours on the job or working 
on what the individual regards as unnecessary tasks or 
projects can cause what is known as role conflict (Rotheram 
& Weiner, 1983). 
Work loads or volumes are of particular importance to 
all workers. Excessive demands or overload may be both 
10 
'IPELE 1 
S::urCES of Stress at WJrk (0.Jrlett & Ric±ardscn, 1981). 
1. Intrinsic to Jcb Fear of re:i.n::En:y/retirerB1t 
'Ito nu:h 'M:lrk Q.alitative Fear of d:eolei.scHXE 
Q.Bntitative 'Ih.-.arte:l atbitim 
'Ito little 'M:lrk Sen:.e of 1:ein:J ~ 
Tilre Pressures;fuocll.i 
R:or Fhysical ""°rkin:J 5. Qrg3nisaticral Stru:ture arrl 
a:n:liticns Clirrate 
Mistakes Festrictioos m l::ehavirur eg. 
'Ito Il'EiI1Y CECisirns ~ts 
Lack of effective a:nsultatim 
2. RJle in Organi.satim arrl a:mn.nicatim 
RJle atbig..ti.ty lh:ertainty ab::ut wt is 
RJle ccnflict rag_::atln:J 
'Ito little t:eSfOlSiliility NJ Ea'lSe of l:elaxfel:J 
NJ fBitlcii;atim in ckisim r.ass of id:ntity 
Fesp:nsibili ty for :p:cple Office pill.tics 
Fesp:nsibility for thin3S 
Ladt of ~rial sq:p:,rt 6. Organisatim Interfaa! with 
In:reasin:J starmrds of o..rt:sice 
acceptable F9rfomen::e Divid:rl layalties 
Organisaticral l::o.nJaries Crnflicts with fanily caraais 
3. :Rel.atiaJS within Organi.satim 7. Intrinsic to In:livid.al 
R:or relatioos with l:x:ss Ferscnali ty ( toleren:e for 
R:or relaticns a,] l eag.:es atbig..ti. ty' stable sill-
arrl s..t:oroi.nates o:r.cspt, etc) 
Diffia.tl.ties in celeg;ltin:J Irability to a:p:! with dan;2 
t:eSfOlSiliility ~ abilities 
I?ers::nali bj diffiOJlties Lad< of :insi<jlt into CW1 
notivatim arrl stress 
4. Om:er ~ Ill~g:m to d:al with 
Oler protDtim intetF9rs:ral prcble.ts 
U'rer protDtim Fear of ItCVin; rut of area of 
Lack. of jc:b sea.lri.ty ~rtise 
11 
quantitative in the sense of having too much to do in the 
time available, or qualitative in the sense of having to act 
on inadequate information or accomplish a task for which the 
individual feels ill-prepared in terms of skills and 
abilities (Corlett & Richardson, 1981). An often overlooked 
form of organisation efficiency and job stressor is 
associated with underload resulting from people being placed 
in jobs which do not allow them to make full use of their 
skills or abilities. The job may become unchallenging and 
present opportunities for the manifestation of bordom. 
Paradoxically this may occur following promotion to 
positions which reduce or remove the opportunity to do the 
work for which the individual has been trained (Quick & 
Quick, 1984). 
The measurement of time has become sophisticated over 
the past 100 years and the pace of life has increased. We 
are now experiencing what Winnubst (1984) described "the 
western time syndrome". Modern man sees time as a 
quantitative economic property, "time is money", time can be 
bought or wasted. Daily schedules, deadlines and the 
allocation of time to work tasks summate to a time 
management stressor in the work place. In conjunction with 
a faster pace of life people are also more interested in 
where they are heading in their careers. There is often the 
endeavour to grow and extend oneself within career 
development and the lack of information or opportunity to 
advance can also be stressful to the individual (Parker & 
De Cotiis, 1983). 
Organisational constraints through the imposition of 
structures, rules and regulations can limit individuals 
sense of personal accomplishment and freedom. Indeed an 
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orgnisational structure can inhibit many good ideas from 
being expressed or implemented in the work setting and job 
holders can feel that they have little control over their 
own jobs (Corlett & Richardson, 1981). The basic 
environmental conditions at work can also act as a source of 
stress. The rights to a private work place, the noise 
levels or the standard of equipment for example may give 
rise to environmental related stress (Marshall & Cooper, 
1979). 
The degree of difficulty experienced in communicating 
with colleagues, supervisors and subordinates can present 
stress to many individuals. The lack of opportunity to 
receive feedback on performance and progress is also a 
component of communication stress (Parker & De Cotiis, 
1983). People at work can experience the feeling of 
isolation. They may not be part of a close-knit group and 
find that they receive little support from colleagues and 
this can also result in stress. Similarily, individual 
identity can be a stress dimension. Being trapped by the 
system or being a small cog in the big machine minimises the 
importance of the individual (Corlett & Richardson, 1981). 
Two dimensions of inequality have been included: 
discrimination and sexual harassment. These can both be 
stress provoking. Equality is sought by most employees in 
the recognition of their efforts and the opportunities for 
training, promotion and career development (Jick & Mitz, 
1985; Powell, 1982). 
Moderating variables such as self esteem (Ivancevich & 
Matteson, 1980; Kasal & Cobb, 1970), locus of control 
orientation (Fuqua & Courture, 1986; Marino & White, 1985), 
Type A behaviour (Davidson & Cooper, 1986; Quick & Quick, 
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1984), social support (Payne, 1980), and professional and 
organisational committment (Jamal, 1984) have also been 
studied in conjunction with stress. 
What is negatively stressful for one person may in turn 
be positively stressful for another. The cognitive 
appraisal of stressors and the coping techniques employed 
are entirely peculiar to the individual as are the possible 
strain outcomes to the stress process (Firth, 1985). The 
study of stress therefore entails investigation at the 
individual level often relying on self report data. 
Individual strain is the degree of physiological, 
psychological and/or behavioural deviation from an 
individual's normal functioning, resulting from a stressful 
event or series of events (Quick & Quick, 1984). The 
manifestations of stress are commonly measured by a health 
inventory such as the General Health Questionnaire (GHQ-12, 
Goldberg, 1972). The GHQ-12 is concerned with two major 
features; the inability to carry out one's normal healthy 
functions and the appearance of new reactions of a 
distressing nature. Studies have shown that the more stress 
a person experiences, the more health problems one can 
expect to be reported (Cline & Chosy, 1972, Marx, Gavrity & 
Barnes, 1975) although this is not always the case (Bryson, 
1984). The GHQ-12 is reported to have high internal 
consistency, a unidimensional factor structure (Banks, 1983; 
Banks, Clegg, Jackson, Kemp, Stafford & Wall, 1980), and has 
been utilised in a number of occupational studies often in 
conjunction with employed and unemployed group comparisons 
of work group redesign. See Table 2. 
(ii)Sex Differences 
In conjunction with organisational variables it is 
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believed that individual differences may moderate the stress 
process (Jick & Mitz, 1985; Quick & Quick, 1984). Some 
individuals may be predisposed to the suggested stress 
related diseases such as coronary heart disease, diabetes 
mellitus, bronchial asthma, migraines and ulcers (Ivancevich 
& Matteson, 1980; Quick & Quick, 1984). Factors such as 
age, medical and family history, family situation, type of 
employment, and personality, may affect an individual's 
disposition to the experience of stress (Firth, 1985; French 
& Caplan, 1972). 
A variety of personality characteristics have been 
examined as moderating variables in the stress process. For 
example the competitive overdrive, devotion to work and time 
urgency behaviour referred to a Type A (Ivancevich & 
Matteson, 1980; Quick & Quick, 1984), locus of control 
orientation (Chan, 1977; Krause & Stryker, 1984; Lefcourt, 
Martin & Saleh, 1984), self-esteem (Kasl & Cobb, 1970; 
Ivancevich & Matteson, 1980) and less prominently tolerance 
for ambignity, anxiety, introversion/extroversion, 
flexibility/rigidity, and dogmatism (Quick & Quick, 1984). 
The emphasis of this paper is on sex differences and sex 
role differences. 
Over the past two decades an increasing amount of 
attention has been paid to the impact of sex differences in 
the work place, largely as a result of the changing roles of 
women (Davidson & Cooper, 1986; Haw, 1982). An emerging 
area of interest is the different work stress experiences of 
men and women. In general, studies concerned with sex 
differences in work stress have found that females tend to 
report higher rates of psychological distress than males, 
and that males are more prone to severe physical illness 
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than females (Jick & Mitz, 1985). When considering stress 
related illness, being male is much riskier than being 
female. Death rates among all ages are higher for men, and 
women generallly have a longer life expectancy. There is 
some evidence however that suggests that males and females 
are 'catching up' with each other in physical symptoms. For 
example coronary heart disease among females below the age 
of 45, has been increasing as has the incidence of peptic 
ulcers among all females (Ivancevich & Matteson, 1980). 
Similary, Kessler and McRae (1981) report a narrowing of the 
gap between the two sexes in reported psychological distress 
over a 20 year period. 
Gender differences in stress symptoms have been examined 
under three frameworks: the genetic-biological model, the 
structural model and the social-psychological model (Jick & 
Mitz, 1985). Briefly, the genetic-biological model, which 
most researchers tend to dismiss, proposes that inborn 
tendencies explain the patterns of sex differences in work 
stress symptoms. The structural model focuses on 
differences in work situations and the work roles of men and 
women. Here the disproporionate representation throughout 
the employment sectors and the frequent combination of major 
home and family responsibilities is seen to be 
disadvantageous for women. Thirdly, the 
social-psychological explanation focuses on the effect 
differential socialization of males and females has on how 
stress is perceived and what is or is not done to mitigate 
its impact. 
The social-psychological explanation is adopted and 
examined in this present study. Generally, findings 
indicate that women are socialised to appraise stressful 
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events in a less confident ma~ner than men, resulting in a 
higer incidence of stress symptoms, while men are less 
likely to interpret symptoms associated with depression and 
low well-being as problematic (Conkite & Moos, 1984; Crabbs, 
Black & Shelby, 1986; Davidson & Cooper, 1984; Jick & Mitz, 
1985). Therefore, it is conceivable that although male and 
female symptoms are similar, they may only be interpreted as 
signs of strain by women. Studies also suggest that men 
experience more stressors as a result of being socialised to 
achieve in their careers and to be independent, learning as 
children that success as 'men' is a function of succeeding 
at work (Jick & Mitz, 1985). 
Some unique sources of stress have been found for women. 
A basic conflict that many women face involves the conflict 
between the role of mother/homemaker/wife and the 
contemporary role of woman as a paid working person. 
Occupational stereotypes can provide stress through 
adherence to the traditional stereotype and undertaking an 
undesirable and unsatisfying job or by accepting a 
traditionally male occupation and feeling pressure to meet 
male stereotyped standards (Jick & Mitz, 1985). Sexuality 
conflicts present another form of stress for women. A woman 
can be avoided eg. overlooked when promotion opportunities 
arise or excluded from social intercourse on the basis of 
her sex, or face unwanted and repeated sexual advances 
(Powell, 1982). 
The evidence for gender differences in socialisation as 
a contributing factor to the differential appraisal of 
stressors and coping with stress is far from conclusive. A 
major criticism of this body of research is that virtually 
all work stress studies dealing with sex differences have 
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made the 'implicit assumption that sex and sex role identity 
are equivalent: sex role stereotypes match gender' (Jick & 
Mitz, 1985 p.415). Researchers in a variety of fields have 
recognised the limitations of sex as a psychological 
variable (Deaux, 1984). Biological gender at best serves 
only as a gross indicator in predicting individual 
differences. 
An excellent review of the general literature on sex 
differences by Deaux (1984) acknowledges the usefulness of 
sex role related research in many areas. According to sex 
role theory individuals are believed to possess sex roles 
that are a function of each individual's utilization of 
cultural expectations concerning masculinity and femininity. 
Regardless of an individuals biological sex determined at 
birth, a person may have a predominantely feminine sex role 
orientation, a predominately masculine sex role orientation 
or some kind of mixture of the two (Antill, et al., 1981; 
Bern, 1977, 1981; Spence, Helrnreich & Stapp, 1975). 
B. SEX ROLE THEORY AND MEASUREMENT 
(i) Introduction 
Sex role research has been formulated on the basis of 
the following two theoretical assumptions. Firstly, it 
assumes that cultures cluster attributes into two mutually 
exclusive categories on the basis of the two sexes and that 
these cultural expectations and perceptions are known by 
virtually all members of the culture. Secondly, individuals 
differ in the extent to which they utilise these cultural 
definitions as idealised standards of masculinity and 
femininity against which they evaluate their own and others' 
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personality and behaviour (Bern, 1977). 
Initially masculinity and femininity weru conceptualised 
as psychological 'opposites'. Constantinople (1973) reviews 
many of the psychometric scales intended to measure 
masculinity and femininity including those of the Minnesota 
Multiphasic Personality Inventory, the California 
Psychological Inventory and the Strong Vocational Interest 
Blank. Items were selected on the basis of clear sex 
differentiation in terms of social endorsement by males and 
by females. Each of the items assess masculinity and 
femininity such that one direction of response (i.e., true) 
is indicative of masculinity while the opposite direction of 
response (i.e., false) is indicative of femininity. Optimal 
favourable adjustment of an individual was assumed to be 
when sex role matched gender i.e., sex typing, 
feminine-females and masculine-males. 
Research in the 1970's challenged these traditional 
assumptions of sex role theory, questioning th~ bipolar 
conceptualisation of femininity and masculinity and the 
hypothesised favourable adjustment associated with sex 
typing. Masculinity and femininity began to be 
operationalised as independent dimensions with items 
selected as 'socially desirable for men' and 'socially 
desirable for women' (BSRI:Bem Sex Role Inventory, Bern, 
1974, 1977, 1981; PAQ:Personal Attributes Questionnaire, 
Spence et al., 1975; Spence & Helmreich, 1978). Optimal 
adjustment was now hypothesised in terms of the ability to 
combine masculine and feminine attributes regardless of 
biological gender. 
In response to critiques on the reliance on only 
positive or socially desirable attributes in instruments, 
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Spence, Helmreich, and Holahan (1979) expanded the PAQ to 
include negative or socially undesirable characteristics. 
Later, Antill, Cunningham, Russell, and Thompson (1981) 
developed the Personal Description Questionnaire (PDQ) to 
measure masculinity (M) and femininity (F) with positively 
valued characteristics (M+, F+) and negatively valued 
characteristics (M-, F-). The PDQ contains two parallel 
forms, Form A and Form B. Developed from a large item pool 
encompassing Bern's (1974) original data pool, Gough and 
Heilbrun's (1965) 300-item Adjective Checklist, and 
Rosenkrantz, Vogel, Bee, Broverman, and Broverman's (1968) 
122-item Sex Role Stereotype Questionnaire, and involving 
over 2400 Australian subjects, both Form A and Form B of the 
PDQ have been found psychometrically sound although Form A 
displays psychometric superiority (Antill et al., 1981; 
Farnill & Ball, 1985; Marsh & Meyers, 1986; Russell & 
Antill, 1984). Making the assumption of cultural similarity 
between Australia and New Zealand, Form A of the PDQ will be 
utilized in this investigation of sex roles and work stress. 
The other sex role measurement instruments have been 
formulated and developed in America and are therefore 
peculiar to the American culture (Bern, 1974; Constantinople, 
1973; Gough & Heilbrun, 1965; Rosenkrantz et al., 1968; 
Spence et al., 1979). 
(ii)Sex Role Models 
In sex role research the most frequently studied 
criteria have been measures of psychological well-being, 
self concept and self esteem. In a meta-analytic review of 
empirical studies investigating the relationship between sex 
role orientation and psychological well-being three models 
were evaluated; the congruence model, the androgyny model 
and t~e masculinity model (Whitley, 1984). 
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The congruence model has the largest history and holds 
that one's sense of well-being depends on one's sex role 
orientation being congruent with one's gender (Kagan cited 
in Whitley, 1984). The androgyny model proposes that 
persons with both masculine and feminine personality traits 
are more flexible and hence better adjusted psychologically 
than persons who are traditionally sex typed (Bern, 1974, 
1977, 1981; Gilbert, 1981). The masculinity model, on the 
other hand, has evolved out of repeated failure to 
demonstrate empirically the superior adjustment of 
androgynous subjects over masculine subjects. It suggests 
that masculinity is the 'active ingredient' in the 
favourable adjustment of both masculine and androgynous 
people (Adams & Sherer, 1985; Antill & Cunningham, 1979). 
Implicit in the masculinity model is the assumption that 
femininity is 'inert', that it contributes little if 
anything to the adjustment of androgynous people nor does it 
detract. 
The results of Whitley's (1984) analyses provide the 
strongest support for the masculinity model. Masculinity, 
regardless of gender, was found to have a moderately strong 
relationship with high general adjustment and lack of 
depression. Femininity was only found to have a small 
relationship with general adjustment, and no relationship 
was found with depression. These results are similar to 
those reported by Bassoff and Glass (1982) and Taylor and 
Hall (1982) in their descriptive studies and parallel 
findings for the relationship between sex role orientation 
and self esteem reported by Whitley (1983). It appears that 
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the masculinity model may emerge as the promising framework 
for the understanding and investiyation of psychological 
well-being for both males and females. 
Lack of empirical support for the additive effects of 
masculinity and femininity has lead to the development of 
two hybrids of the androgyny model; the interactive 
androgyny model and the differential androgyny model. The 
first proposes that the interaction of masculinity and 
femininity contributes significantly to the prediction of 
self concept or psychological well-being beyond the 
contribution of masculinity and femininity (Lubinski, 
Tellegan & Butcher, 1983). Little empirical support has 
been found for this interactive model. The differential 
androgyny model, the second hybrid, hypothesises that the 
relative contribution of masculinity and femininity will 
vary according to the specific facet (scale or dimension) of 
the criterion studied. This model posits that there will be 
a significant masculine-by-facet interaction and a 
significant feminine-by-facet interaction. 
In a very recent study Marsh (1987) tested the five sex 
role models described above. Empirical support was obtained 
for the predictions of the differential androgyny model in 
his study of self concept. Some self concept scales were 
related to masculinity while other self concept scales were 
related to femininity. Marsh's study highlights the 
inadequacy of other sex role models to recognise the 
multi-dimensional nature of the criterion studied. 
The five sex role models discussed here will be tested 
in this study of work stress. The inclusion of sex role 
theory may increase our understanding of gender influences 
in work stress (Jick & Mitz, 1985). This thesis 
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incorporates sex role theory into the study of work stress 
in order to clarify the social-psychological explanation of 
sex differences in occupational stress. 
C. SEX ROLE AND WORK STRESS 
A stereotypical male sex role orientation at work, the 
traditional male sphere, may be more likely to bring 
success, satisfaction, lower levels of work stress, and 
better health. However interpretation of androgyny theory 
would suggest that success, satisfaction and well-being at 
work are a function of both masculinity and femininity. 
Androgynous individuals would have a broader range of 
potential behaviour from which to select. They could be 
both assertive and compassionate, both instrumental 
and expressive, both masculine and feminine, 
depending upon the situational appropriateness of 
these various modalities ... an individual may even 
blend these complementary modalities in a single 
act, being able, for example, to fire an employee if 
the circumstances warrant it but with sensitivity 
for the human emotion that such an act inevitably 
produces. 
Bern (1977, p. 196). 
A small body of research is emerging that examines sex 
role orientation and work stress. Several studies that have 
examined the relationships between sex role and Type A 
(coronary prone) behaviour, locus of control beliefs and 
self esteem in the work setting. Competitive overdrive, 
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devotion to work and time urgency are the predominant 
features of the Type A behaviour pattern or personality. 
Friedman and Rosenman (1974) define the Type A individual as 
an "action emotion complex" in which the individual is 
"aggresively involved in a chronic, incessant struggle to 
achieve more and more in less and less time, and if required 
to do so, against the opposing efforts of other things and 
other persons" (p.84). The complement to Type A is the Type 
B behaviour pattern characterised by a less harried, less 
competitive existence. Type B individuals are equally 
intelligent and may be just as ambitious as those who are 
Type A but they approach life in a more measured way (Quick 
& Quick, 1984). Research displays some support for the 
importance of Type A behaviour as a coronary heart disease 
risk factor associated with stress (Ivancevich & Matteson, 
1980; Quick & Quick, 1984). In general results of Type A 
studies involving sex role orientation indicate that 
subjects with high masculinity scores obtain significantly 
higher Type A scores than subjects with fewer masculine 
traits (e.g., Chesney & Rosenman, 1980; Stevens, Pfost & 
Ackerman, 1984). There is also the suggestion that 
androgynous Type A's may be less at risk than masculine Type 
A's with the femininity factor offering some kind of buffer 
or cdping mechanism (Grimm & Yarnold, 1985). 
Studies of how individuals explain their performance or 
achievement have found that males are more likely to 
attribute their success to ability while females are more 
likely to use luck as an explanation for their success or 
failure (e.g., Deaux, White & Farris, 1975). These findings 
reported as sex differences may in fact reflect sex role 
style difference. Masculine-males have been found to 
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believe that their decisions and actions will influence what 
happens to them. Thi~ internal locus of control is thought 
to be benefical to the adjustment and well-being of the 
individual (Fuqua & Couture, 1986; Jones, Chernovetz & 
Hansson, 1978; Krause & Stryker, 1984; Lefcourt et al., 
1984; Marino & White, 1985). A similar distinction is often 
absent among female subjects although Lee and Scheurer 
(1983) report the masculinity effect for both sexes in 
conjunction with internal locus of control orientations. 
High levels of self esteem have been associated with 
greater confidence in one's ability to successfully deal 
with the environment and as a consequence lower levels of 
stress are experienced. Conversely low levels of self 
esteem may enhance or facilitate the production of negative 
stress consequences. Self esteem has been identified as a 
possible buffer against adverse stress reactions in 
occupational samples which indicate that coronary heart 
disease risk factors rise as self esteem declines (Kasl & 
Cobb, 1970; Ivancevich & Matteson, 1980). 
The relationship of self esteem with sex role 
orientation has been less consistent. The masculine 
positive subscale (M+) of the PDQ has been found to be 
positively related to self esteem while the feminine 
negative subscale (F-) displayed a negative relationship, 
indicating a need to investigate both the positive and 
negative components of sex roles (Marsh & Meyers, 1986; 
Russell & Antill, 1984). Jones and Lambke (1985) examined 
the masculine and feminine stereotyped occupational choices 
of college females. They found that masculine-females 
choosing feminine-typed occupations and androgynous-females 
displayed higher levels of self esteem than 
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masculine-females with masculine-typed occupational choices. 
In another study both masculinity and femininity ~ere 
associated with low levels of self esteem and lack of 
assertiveness (Ray & Lovejoy, 1984). In a study of sex 
roles and self esteem among adolescents, Cate and Sugawara 
(1986) suggest that for males gender may override the impact 
of sex role orientation, while among females the impact of 
sex role orientation may be accentuated. 
The androgyny view that the integration of feminine and 
masculine qualities allows maximum flexibility, adaptiveness 
and well-being may not be supported in the employment 
sphere. Rotheram and Weiner (1983) found androgynous 
subjects experienced greater work stress than masculine or 
feminine subjects in their study of assistant professors. 
Wong, Kettlewell and Sproule (1985) studied the importance 
of masculinity for career achievement of women. Education 
level and masculinity scores were the only significant 
predictors of career achievement. The relationships of 
gender and sex role with the career decision making of 
management accountants are investigated a study by Keys 
(1985). Results indicate that both gender and sex role are 
significantly related to the various aspects of career 
decision making. 
In examining the relationships between workaholism, sex 
and sex role among male and female attorneys, physicians, 
psychologists and therapists, Doefler and Kammer (1986) have 
found a significant sex-by-sex role interaction. Female 
workaholics displayed either a masculine or an androgynous 
sex role orientation which questions the advantages of both 
masculinity and androgyny for women. Wech (1983) looks at 
the effect of stress on the physical health of women of 
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various sex role orientations. Significant differences were 
reported between masculine and feminine subjects with 
masculine-women reporting fewer health problems. As Wech 
suggests this may be a result of sex role stereotyping 
involving self disclosure. 
It remains feasible that the relative contribution of 
masculinity and femininity may differ systematically 
according to the dimension of stress studied, paralleling 
Marsh's (1987) self concept study. The differential 
androgyny model advances the general acceptance of the 
multi-dimensional nature of work stress. The use of a 
global work stress score may obscure the relative 
contribution of masculinity or femininity. Zeldow and 
Daugherty (1987) found effects for both masculinity and 
femininity in a study of the psychological adjustment of 
medical students. Masculinity was associated with self 
esteem, extroversion and confidence while femininity was 
associated with hedonistic capacity, sharing personal 
problems and alcohol consumption. 
In summary, organisations are very dependent upon their 
human resources and therefore due emphasis must be placed 
upon the health and well-being of employees. Organisational 
stress can prove quite harmful to both the individual and 
the employing organisation with real detriments in 
attendance, health, stability and performance as possible 
results. Thus it is of interest to the organisation and the 
individuals to understand the pressures that face 
individuals in their working environments so that attempts 
can be made, where possible, to ease the strains in hope of 
a healthy, more active and productive set of human resources 
that enables the organisation to remain competitive in its 
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often hetic and changing environment. This isolation of 
stressors can enable organisations to take an active rather 
than passive stance in improving the quality of people's 
working lives. 
Individual differences are seen to influence the stress 
process. Gender receives attention in stress research as an 
individual difference able to moderate the perception and 
appraisal of stressors. The work environment presents many 
potential stressors to both males and females, but with the 
acknowledgement of the limitations of sex as a psychological 
variable work stress research needs to draw upon the body of 
research that revolves around sex role theory. The 
differential appraisal of stress sources may not be as 
dependent on gender as once thought. Instead the 
differential appraisal of stressors may stem from the 
influence of masculinity and femininity attributes acquired 
through the process of socialisation. 
On the basis of the literature reviewed in this chapter 
the author of this thesis proposes to include sex role 
theory in an examination of the stressors men and women face 
in their working environment. Thus the social-psychological 
explanation of sex differences in work related stress will 
be explored in terms of stressors and masculinity and 
femininity. The PDQ (Form A) designed and developed by 
Antill et al., (1981) will be utilised as the sex role 
measure i the survey component of this thesis. The PDQ 
reflects the developments in the sex role literature and 
contains both positive and negative scales of masculinity, 
femininity and social desirability. It has displayed strong 
psychometric properties and has been developed in a culture 
not too dissimilar to New Zealands. The masculine and 
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feminine scales of the PDQ will allow the evaluation of the 
sex role models that have emerged from sex role theory and 
research associated with psychological well-being: the 
congruence model, the androgyny model, the masculinity 
model, the interactive androgyny model and the differential 
androgyny model. 
CHAPTER THREE: DESIGN AND METHODOLOGY 
A. THE DESIGN 
The purpose of this thesis is to identify and examine 
job factors which are perceived as stressors and evaluate 
sex role models in the area of work stress. In particular 
this thesis sets out to examine the relations between 14 
potential job stress dimensions and four sex role scales 
(F+, F-, M+, M-) with respect to theoreticial sex role 
models. 
A survey questionnaire is designed to extract the 
information required from a group of bank employees. 
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Results with focus on three main areas. Firstly, job 
factors which are perceived as stressors and their 
associated effect will be examined for the sample as a whole 
and on the basis of job sectors. Secondly, the general 
health of the sample will be examined in relation to the 
incidence of stressors and in contrast to other occupational 
stress studies. Finally, the five sex role models will be 
evaluated in terms of the relative contribution of masculine 
and feminine attributes to the perception of stressors in 
the work environment. 
B. THE SAMPLE 
(i) Introduction 
The Bank of New Zealand (BNZ) operates over 230 branches 
throughout New Zealand. The recent de-regulation of the 
banking field, rapidly changing financial markets and the 
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implementation of progressive computer technologies: 
computer processing, VISA, automatic tellers, Electronic 
Funds Transfer Point of Sale (EFTPOS) and the new 
semi-automated bank (Readibank); has created a very dynamic 
and competitive environment for bank employees. 
Within the Wellington District of the BNZ 200 job 
incumbents at grade three and four were approached to 
participate in this survey. Salary ranges for these two 
levels are $15 916 - $21 634 and $18 074 - $24 871, 
respectively. In order to preserve anonymity respondents 
were not required to state their specific job titles but to 
indicate their grade level and job sector within the banking 
field. The following job sectors cover the job positions: 
Administration - covering general auditing of expense 
accounts and money transactions at the branch level and 
revision of staff records. Job titles include General 
Clerk, Second Officer, Checking Officer and Ledger 
Supervisor. 
Typing - involving the general secretarial and 
administrative duties of Typists sometimes including 
miscellaneous clerical tasks. 
Customer Services - involving receiving lodgements, 
opening and closing of accounts, cashing items, 
reconciliation of daily transactions and cash holdings 
for personal and commercial customers. Job titles here 
include Head Teller, Term Deposits Clerk, Customer 
Services Officer and Investments Clerk. 
Loans - principally dealing with any monetary advance 
including housing finance applications and arrangements, 
personal lending and overdraft facilities. Job titles 
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include Advances Clerk and Security Clerk. 
International - involving a wide range of international 
money arrangements such as overseas currency exchange, 
travellers cheques, import and export transactions, 
payment transfers, letters of credit and forward 
exchange contracts. Job titles cover Bills Clerk, Bills 
Clerk-Specialised and Travel Officer. 
Additionally 50 grade 3 and 4 job holders from selected 
divisions at BNZ Head Office, Wellington were invited to 
participate in this study. These employees were asked to 
indicate their grade, primary work content (typing, 
administration or other) and employment division. Divisions 
were broken down into Financial, Group Accounting, VISA, 
Group Information Systems and Other. 
(ii)Response Rate 
One hundred and forty-one questionnaires were returned, 
resulting in a respose rate of 56%. Of the returned 
questionnaires 135 were considered usable. The main reason 
for exclusion was a reported grade level other than three or 
four. One hundred and five questionnaires came from job 
holders employed in the branch network, 30 from the 
divisions at Head Office. 
(iii)Demographics 
The major demographic characteristics of the sample are 
presented in Table 3. The sample is predominantly 20 - 24 
years of age, female, single, in full time employment and 
grade four. Most people have been with the bank for at 
least two years, with 31% reporting tenures of 5 years or 
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more. Time elapsed in the present position covers the full 
range, with 67% of the sample reporting less than 12 months. 
C. THE RESEARCH INSTRUMENTS 
The data were gathered on a voluntary basis through a 
survey questionnaire. A letter of introduction and 
invitation to participate in the survey with a prepaid 
addressed envelope and returning instructions accompanied 
each questionnaire. The questionnaire was designed to 
assess the job holder's perceptions of several work related 
features (Job Pressures), provide scores of masculinity and 
femininity (Personal Description), give a general indication 
of health status (General Health), and provide Background 
Information. See Appendix I. 
(i) Job Pressures 
There are a multitude of work stress items in the 
literature on work stress that could be presented in a 
survey questionnaire that seeks to isolate and examine 
sources of stress for a sample of employed people. It is 
obvious that some restrictions have to be made on the number 
of dimensions represented and the total number of items. 
Accordingly the author has chosen fourteen work stress 
dimensions that are prevalent in the literature and 
research. Each dimension will be made up of three items 
making a total of 42 items. The selected stress dimensions 
parallel those reported by Corlett and Richardson (1981), 
Gmelch (1983), Ivancevich and Matteson (1980), and Marshall 
and Cooper (1979). They are: 



























(See Appendix II for specific items). 
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The job pressures section requires respondents to 
indicate on a four point scale the level of pressure they 
experience for each of the 42 work features and situations 
presented (1 = I feel no pressure, 2 = I feel slight 
pressure, 3 = I feel moderate pressure, 4 = I feel extreme 
pressure). Additionally, respondents are asked to indicate 
what effect the level of pressure has on them (1 = negative 
effect; 2 = neutral, no effect; 3 = positive effect). 
Respondents were also given the opportunity to include 
additional stressors and provide ratings on these. 
(ii)Personal Description 
To enable the calculation of masculinity (M) and 
femininity (F) scores, Form A of the PDQ (Antill et al., 
1981) is included here. The PDQ views Mand Fas 
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independent constructs representing the cultural stereotypes 
of the typical male and the typical female. Fifty 
personality characteristics are involved in the self 
description task which requires subjects to rate on a seven 
point scale the applicability of each characteristic to 
themselves (1 = never or almost never true, 7 = always or 
almost always true). Six subscales feminine positive (F+), 
feminine negative (F-), masculine positive (M+), masculinine 
negative (M-), social desirability positive (S+) and social 
desirability negative (S-) are formed from simple summation 
of scale item responses (See Appendix III). 
The feminine (masculine) subscales each contain 10 items 
judged to be more characteristic of the typical female 
(male) than the typical male (female). Combining F+ and F-
gives a total femininity score (Ftot). Similarly combining 
M+ and M- gives the total masculinity score (Mtot). The S+ 
and S- subscales contain only five items each. The 
composite scale of social desirability (Stat), is made up of 
S+ ands- reversed. These items have been selected on the 
basis of non-differentiation of the two sexes and the scale 
is designed to ensure the sex role inventory is not simply 
tapping a general tendency to endorse socially desirable 
traits. 
(iii)General Health 
For a measure of general health status and to enable 
comparisions with other work stress studies (see Table 1) 
the 12-item version of Goldberg's (1972) General Health 
Questionnaire (GHQ-12) is included. The GHQ-12 asks people 
if they have recently lost much sleep over worry, felt 
constantly under strain, been able to enjoy their normal 
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day-to-day activities and so forth. A Likert method of 
scoring is employed with an item range from Oto 3 and a 
high score (maximum= 36) is indicative of low health status 
or ill health. 
(iv)Background Information 
General information on respondents' age group, gender, 
marital status, type of employment, tenure with the 
organisation, grade, locality or division, job sector, and 
time in present position is collected from the nine items in 
the Background Information section. Most items require the 
selection of an appropriate coded response. 
D. STATISTICAL ANALYSES 
Statistical analyses in this study are conducted with 
the SPSS and SPSSX CROSSTAB, BREAKDOWN, PEARSON CORR, 
RELIABILITY, ANOVA and MANOVA programs (Statistical Packages 
for the Social Sciences: Nie, Hull, Jenkins, Steinbrenner & 
Brent, 1975; SPSSX, statistical algorithms, 1983). 
ANOVA or regression approaches that test the main 
effects of femininity, masculinity and gender and each of 
the possible interactions have been recommended for testing 
the sex role models (Lubinski et al., 1983; Marsh, 1987). 
The main effects of femininity and masculinity test the 
masculinity model and the additive androgyny model. The 
femininity-by-masculinity interaction test the interactive 
androgyny model. The interactions between the effects 
described above and gender test the congruence model. A 
general test of the differential androgyny model is based on 
a repeated measures ANOVA with main effects of masculinity 
and femininity, and significant masculinity-by-scale and 
femininity-by-scale interactions. 
E. PROCEDURES 
(i) The Pilot Study 
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A pilot study was conducted during the period August 13 
- 20, 1987. Eight grade 3 and 4 job holders, six females 
and two males, from the Wellington District Office and Head 
Office participated in the study. Aged between 20 and 34 
years, all were employed on a full time basis and tenures 
with the organisation covered the full range from 'less than 
1 year' to '5 years or more'. In general, feedback from 
subjects was favourable. No major difficulties were 
reported for the survey tasks. Only minor changes to the 
questionnaire were considered necessary. The wording of the 
effect scale in the Job Pressures section was changed to 
include the words 'on me' e.g., POSITIVE EFFECT on me, in 
order to clarify the perspective and a horizontal line was 
added to the General Health section to emphasise the 
division between the two subsections. 
(ii)The Main Study 
During the second week in September, 250 questionnaires 
for the main study were distributed to grade 3 and 4 
employees at branches within the Wellington District and 
selected Head Office divisions. A prompt was circulated in 
the later stages of the survey period (Appendix IV). As 
promised a summary of the survey results was prepared as 
soon as possible following data analysis (Appendix V). In 
due course with liaison with the Personnel Department this 
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was made available to interested participants. 
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CHAPTER FOUR: RESULTS 
A. GENERALITY OF JOB PRESSURES 
The sample consists of males and females from the branch 
network and selected Head Office divisions (Financial, Group 
Accounting, VISA, Group Information Systems and Other) of 
the BNZ. Job sectors involved are Administration (17.0%), 
Typing (9.6%), Customer Services (8.1%), Loans (23.0%), 
International (20.7%), and Other (20.7%). Table 4 presents 
the six job sectors in terms of grade level and gender 
composition. customer Services is the largest job sector 
and is predominantly grade 4 and female. The number of 
males exceeds the number of females in only one of the job 
sectors, Loans. Here the ratio is 3:1. Typing is dominated 
by grade 3 personnel while all other job sectors are 
predominantly grade 4. 
Correlations among the background variables are reported 
in Table 5. Eight of the 36 possible correlations obtain 
statistical significance (£ <.01). Job Sector correlates 
negatively with Division (i = -.76) indicating that a move 
away from the Branch into Head Office Divisions is 
associated with a decrease in the likelyhood of employment 
in the job sectors associated with Administration, Typing, 
Customer Services, Loans and International, i.e., a move 
towards a specialist area. Division also correlates with 
Grade Level (£ = .25), this expresses an association of 
higher grading with job positions in Head Office divisions. 
Age correlates significantly with Marital Status (£ = .51), 
Tenure (£ = .35), and Position Time (£ = .25). Tenure also 
correlates with Marital Status (r ~ .28), Grade Level 
/ 
':melE4 
Jcb Sectors bf Gra::E ~ an:l ca:tl:!r. 
Jcb Sector 
Pdninis- ~ Olstarer Leans Inter- ctt:er 
trati01 Services natiaial 
Grcce3 
fatale 1 6 8 1 7 
rrale 1 1 3 3 3 
Gra:E 4 
fetal.e 6 4 16 14 10 
rrale 5 0 2 9 8 
13 11 31 28 28 










Intercorrelaticm of Packgro.n:l vruiables. 
1 2 3 4 5 6 7 8 9 
11\g= 
2 Gm.:Er -.10 
3 M:lrital Status ,51-k-k -.21 
4 ~ -.04 -.00 -.07 
5 Terure .35"""' .10 .28* -.07 
6 Grcd3 I.svel .21 .02 .19 .02 .35*'i't 
7 Divisim .OS .01 -.02 .08 -.16 .25* 
8 Jcb S:ctor -.03 .04 -.01 -.07 .21 -.15 -.76*'* 
9 B:sitim Tine .25*'* .11 -.03 -.11 .32*'i't .21 -.C6 -.01 
* l? < .01 
*'* p < .001 
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(! = .35), and Position Time (! = .32). Most of these 
correlations are small and in expected directions associated 
with age of subject. Note, Gender displays no statistically 
significant association with any of the other background 
variables. 
The pressure response rates for the 42 work features and 
situations presented in the Job Pressures section of the 
questionnaire are reported in Table 6. Endorsement rates 
for the whole sample range from 14.1% to 73.2%. It was 
arbitrarily decided by the author that items endorsed by 
over 60% of the sample would be regarded as stressors. On 
this basis 13 stressors are identified for the sample (items 
2, 3, 7, 19, 20, 21, 22, 24, 26, 29, 31, 33, and 40). 
Chi-square tests were utilised to test for significant 
differences between the six job sectors. Only three items 
emerge with differences on the basis of job sector (items 
1, 3, and 7). Item 1, 'My job duties are unclear to me', 
was classified as a stressor for Loans (77.8%) and 
Administration (76.9%) only. Item 3, 'I have more work to 
do than can be done in a normal day', was isolated as a 
stressor for four job sectors: Loans (92.9%), Other e.g., 
specialist (77.3%), International (67.9%) and Administration 
(61.5%). Item 7, 'I feel that I am at a standstill in my 
career' was reported by Typing (100%), Customer Services 
(67.7%) and Loans (60.7%) as a source of work stress. 
Three work features obtain very low levels of 
endorsement (less than 30%) as a pressure (items 14, 28,and 
42). These are the three items that make up the Sexual 
Harassment work stress dimension. This indicates that 
people in the sample do not perceive sexual harassment as a 
stressor in their working environments. 
'Il\11:E 6 
i:era:nt.cqa Ie:p:Ilse !ates of Press.ire for tre vbrk Features . 
..xB SEOIB 
vbrk klninis- 'fypin:J Ulst:arer I.ans Inter- Ctier 'lbtal. 
Features tratim (!}=11) Services (!_}=28) natimal (!_1=23) (!_}=133) 
(!_}=13) (!_}=30) (!_1=2.8) 
fl 76.9 Zl.3 50.0 77.8 42.9 59.1 56.5* 
2 84.6 63.6 73.3 70.4 75.0 69.6 72.7 
3 61.5 54.5 53.3 92.9 67.9 77.3 69.7* 
4 53.8 54.5 51.7 55.6 64.3 47.8 55.0 
5 53.8 72.7 61.3 50.0 67.9 54.5 59.4 
6 38.5 45.5 53.3 57.1 42.9 65.2 51.9 
7 46.2 100.0 67.7 60.7 59.3 45.5 61.4* 
8 46.2 36.4 46.7 57.1 70.4 65.2 56T 
9 30.8 45.5 40.0 39.3 35.7 45.5 39.4 
10 92.3 54.5 56.7 50.0 50.0 60.9 57.9 
11 23.1 45.5 35.5 2.8.6 25.0 2.8.6 30.3 
12 46.2 18.2 43.3 53.6 28.6 40.9 40.2 
13 69.2 Zl.3 58.6 55.6 59.3 56.5 56.2 
14 23.1 10.0 24.1 14.8 10.7 22.7 17.8 
15 53.8, 50.0 40.0 46.4 21.4 38.1 39.2 
16 61.5 40.0 43.3 51.9 42.9 36.4 45.4 
17 53.8 45.5 57.1 65.4 55.6 60.9 57.8 
18 38.5 30.0 40.7 38.5 37.0 39.1 38.1 
19 30.8 63.6 69.0 73.1 61.5 65.2 63.3 
20 69.2 72.7 64.3 84.6 70.4 77.3 73.2 
21 53.8 90.9 60.7 50.0 66.7 54.5 60.6 -
NJIE. Press.Ire Eesp::nses are tased m "sli<jlt", ''nojerate: or "extrere" ratin:3s Ori-s:pare uti l i SEd to 
test for sig:ri.ficmt differen::es ret::w3en jcb sectors * p > .05. 
a W:>rk Feature itars 1 to 42 are inlg:arlix I. 'fu: job stressors for t:le wule 5:iiple (60%+ 
amrsarait) are urerlillfrl. 
""" ,i:::. 
'IlHE 6 (a:ntinm) 
Percen~ Ie:p:l1se :rates of Presan:e for tre W:>rk Featuires. 
JCB SECTOR 
W:>rk Pdninis- 'lyping Ulst:crrer ill:i1S Inter- a:ter 'lbtal 
Feab.Jres tratim (!_}=11) ServiCES (!_}=28) natiaal (!_}=23) (n=133) 
(!_}=13) (n=30) (!_}=2.8) 
2:r 61.5 45.5 63.0 73.1 70.4 86.4 69.0 
23 38.5 30.0 55.6 30.8 51.9 52.2 45.2 
24 69.2 63.6 60.7 57.7 74.1 72.7 66.1 
25 30.8 30.0 64.3 55.6 51.9 45.5 50.4 
26 46.2 72.7 63.0 61.5 59.3 69.6 62.2 
Z7 23.1 45.5 33.3 46.2 40.7 22.7 35.7 
28 15.4 10.0 29.6 16.0 11.1 31.8 20.2 
29 61.5 54.5 62.1 69.2 55.6 59.1 60.9 
30 53.8 40.0 46.4 38.5 22.2 36.4 38.1 
31 76.9 63.6 75.0 74.1 70.4 73.9 72.9 
32 38.5 40.0 39.3 63.0 44.4 56.5 418.4 
33 53.8 81..8 62.1 55.6 66.7 69.6 63.8 
34 53.8 36.4 40.7 53.8 55.6 54.5 ~ 
35 30.8 63.6 63.3 57.1 60.7 63.6 58.3 
36 61.5 36.4 60.0 67.9 57.1 45.5 56.8 
37 38.5 20.0 41.4 37.0 25.0 31.8 33.3 
38 30.8 60.0 41.9 17.9 21.4 36.4 31.8 
39 46.2 60.0 56.7 32.1 46.4 45.5 46.6 
40 61.5 81..8 74.2 78.6 67.9 72.7 72.9 
41 38.5 90.0 43.3 60.7 39.3 54.5 51.L 
42 7.7 20.0 20.7 11.5 7.1 18.2 14.1 
NJIE: Press.u:-e Ie:p:nses are l:Bsed m "sli<jlt", ''m:rlerate" or "extrare" ratinp Clrl.-s:µrre ntil i sei to 
test for sig:rl.ficant differ-axes 1:eu.a:n jcb sectors * p > • 05 
a W:>rk Feab.Jre itars 1 to 42 are in .Ag;al:lix I. 'Jlt:e jcb stressors fur tie vhil.e sarple ( 60%+ 




The isolated stressors represent nine of the 14 work 
stress dimensions: Job Ambiguity (items 1, 29), Qualitative 
Overload (items 3, 31), Underload (items 19, 33), Career 
Development (items 7, 21), Individual Identity (items 26, 
40), Role conflict (item 2), Time Management (item 20), 
Organisational Structure (item 22), and Communication (item 
24). There are five work stress dimensions not represented: 
Qualitative Overload, Environmental Conditions, Feeling 
Isolated, Discrimination and Sexual Harassment. Items on 
these dimensions are not reported to be perceived as 
pressures in the working environment of the sample. 
The distribution of Effect ratings (positive, neutral, 
negative) for the 14 isolated stressors are presented in 
Table 7. Modal Effect ratings are negative for 12 of the 
stressors. The two remaining stressors are reported to have 
a positive modal effect. Complete stressor items and modal 
effects for the whole sample are reported in Table 8. 
Table 9 gives the items and modal effects for the stressors 
dependent on job sector. 
Scales are formed for the 14 work stress dimensions. 
Scale scores represent the simple summation of pressure 
responses to the items pertaining to the scale. A total 
stress scale (TSTRESS) is developed from the summation of 
all the job pressure items. For calculating scale means 
pressure ratings have been recoded to range from Oto 3. As 
work stress dimension consist of three items their scales 
have a maximum possible score of nine. TSTRESS has a 
maximum possible score of 126. Scale means and standard 
deviations are reported in Table 10. Means for stress 
dimension scales range from 3.90 to 6.50. Three stress 
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'.IN3I.E7 
Per~ Fesp::nSe R3.tes of Effect for tre Jcb stressors. 
Effect 
Jcb R::sitive N3.rt:ral ~tive 
Stress:Jr 
1 18.9 33.8 47.3 
2 8.2 37.1 54.6 
3 32.6 23.9 43.5 
7 12.3 17.3 70.4 
19 16.9 18.6 64.4 
20 62.0 21.1 16.9 
21 11.5 29.5 59,0 
22 4.3 31.9 63.8 
24 5.9 20.6 72.l 
26 7.9 34.9 57.1 
29 ll.5 . 31.1 57.4 
31 38.6 28.6 32.9 
33 6.5 14.5 79.0 
40 7.9 10.5 81.6 
NJIE. Effect ratirgs are l:esa::I. en SUJjects en::brsin:J the "\'.Ork 
feabJre as a pressure. 
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'IrelE8 
Jcb Stressors arrl Asscciata:1 Effect for tre Sarple. a 
Jcb Stressor M:chl Effect 
2 At r,.,ork I receive a:nflicting d3ren:is fron 
oo orI1Dre p:c:p1e ~tive 
19 ~ jcb is silibn d:allen;ir~ Negltive 
20 I ~ r:eg.t1.ar inp:,rtmt cm:ili.res that I 
~ to m:et in II¥ r,.,ork R:s:i.tive 
21 I ~ f£M q:p:,rb..nities to grew or leam 
D!:!11 skills in this org:ni.sati01 N:!l;ative 
22 'I1:e fonrel org:ci.saticral stru::ture ms 
to:, rn.rll raj tap: ~tive 
24 'Ih:re is little q;pJrtuuty to receive 
fee::tack 01 h:w I an d::>in; in II!{ jcb ~tive 
26 I feel like a snail erg in a big nechire ~tive 
29 I an rot sure of h:w nu::n autmri ty I ~ ~tive 
31 'It.ere seers to l::e a sense of urg::n::;'j ab:ut 
all r,.,ork tasks R:s:i.tive 
33 I fra;µ:ntl y firrl II!{ w:irk l::orin; arrl 
rep:titive !legative 
40 r saretirres feel ~ ty tre syste.n rere ~tive 
a !lb sig,ifiamt differeu:s l:etw:e1 Jcb cectors, '/ p < • 05 
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'LNi.E9 
Jcb Stressors an::i Asscciata:i Effect Ce[:a :cent 01 Jcb Sector. a 
Jcb stressor ( ~fie Jcb Sectors) M:dal Effect 
1 !'t' jcb d..lties are urlear to rre 
(Fdninistratim, r.cens) ~tive 
3 I have nore '1'.0rk to dJ tran can l:e 
crre in a romal cey (!dninistratim, 
r.cens, Inteffi:\ticn:tl., ctl:er) ~tive 
7 I feel tlBt I an at a stanistill 
in ny career ('J.Ypin;, Olstarer ServiCES, 
Lcens) ~tive 
a Sig:ti.fiCEnt differe:x:e l:et,..een Jcb Sectors, f p < • OS 
'm?LElO 
M:ar1s arrl Stan:::md eeviatia,s for WJrk Stress Dmalsim Scales 
arrl 'Ibtal Stress. 
Scale f,Ean ro. n 
~ 5.32 1.95 126 
FCI.EJ:r:N 5.42 1.96 127 
OR-n' 6.50 2.36 128 
(J1\L 5.18 2.05 126 
t.l-llR 6.34 2.46 128 
'IIMJN3 5.78 1.96 127 
OREi 6.17 2.75 127 
CHE' 5.98 2.19 126 
mJIR 4.80 1.86 126 
<ll11 5.30 1.78 127 
FIS) 4.90 1.79 127 
IIDIV 5.81 2.08 126 
DISCR 5.52 2.39 125 
~ 3.90 1.84 125 
™ 34.43 19.28 118 
NJJE. Each WJrk stress dirrensim scale a:nprises three WJrk 
feature item, see 1g::arlix II. V'brk stress dinmsim 
scale scores represent. th: rumatim of pres.sure ratin;s 
for th: three iters, rraxinun score= 9. 'Ibtal stress is 
th: sun of pressure ratin;s for all 42 WJrk feature 
itars, rraxinun score = 126. ( Pressure ratin;s h3ve teen 
rea:xm to ~ mm o to 3.) 
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dimension scales have high means Quantitative Overload 
(6.50), Underload (6.34), and Career development (6.17). 
TSTRESS has a mean of 34.43. 
Table 11 shows the alpha reliability estimates and 
intercorrelations for the 15 stress scales. Reliabilities 
estimates are reasonable and range from .50 to .93. Job 
Ambiguity, Quantitative Overload, Career Development, 
Discrimination, Sexual Harassment and TSTRESS have alpha 
estimates above .65. TSTRESS has a very high reliability 
estimate of .93. 
The stress dimension scales intercorrelate moderately, 
with 12 intercorrelations exceeding .49 and only 14 
correlations fail to reach statistical significance 
(£ <.01). Five of the stress dimension scales display 
statistically significant but small relationships with the 
background variables (See Table 12). ROLECON, COMM, and 
FISO all correlate negatively with Employment (! = -.18 
51 
£ <.05, r = -.24 E <.01, r = -.21 £ < .05). This seems to 
suggest that job holders employed on a full time basis 
report less pressure from these dimensions than job holders 
employed on a part time basis. An increase in Grade Level 
is associated with an increase in pressure on the JOBAMB 
dimension(!= .19, E < .05). Position Time correlates 
positively with CARDEV (r = .31, E < .001), suggesting that 
the longer a person is in the same job position the more 
pressure a person experiences with regard to CARDEV. 
TSTRESS displays no significant (£ < .05) correlations with 
the background variables. Extra job pressures, reported in 
response to the open ended question at the end of the Job 
Pressures section, are presented in Appendix V. 
y 
'JNI.Ell 
Interrorrelaticns arrl Alf.ta Je]iability Esturates for the stress Dinalsim Scales arrl 'lbtal Stress. 
s:AI.E 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 
1.J:lW'B (.63) 
2 RilIIN .63** ( .58) 
3 Q:N,11' .41** • _32-k-k ( • 71) 
4 Q.N. .50** .44** .66tt ( .60) 
5 lNER .21** .'29k -.02 .11 ( .65) 
6 TIMlN3 .39** .32tt .67** .59* .03 ( .52) 
7 OHEJ' .32** .46** .08 .20 .56** .14 ( .82) 
8 CHBl' .47tt .42** .29* .35** .43** .34** .53tt (.61) 
9 ENJIR .43** .33** .32** .30* .23* .29* 37tt .37*'1< ( .57) 
10 aM-1 .46** .45tt .25* .28* .21 .33** .38** .44*'1< .37** (.55} 
11 FIS) .44** .53** .26 .37** .24* .25* .49* .39** .46** .49** ( .50) 
12 nDIV .44** .48** .17 .18 .45** .33tt .55tt .65** .49** .40** .48tt ( .60) 
13 DIS:R .48** .44** .20 .25* .40** .20 .1Jkk .59* .44** .32** .44*"' .61** ( .67) 
14 ~ .46** .43** .14 .33** .36** .11 .43** .40** .44** .39** .48-A~ .39** .55** ( .78) 
15 'ISffiES5 .72** .73tt .52tt .59** .53** .SSH .71tt 
NJIE. Alf.ta rel iabi 1 i bJ estinates ag;:ear in p:irffl.tle:,es. 
* p < .01 
tt p < .001 




ilirrelaticns of W::Jrk stress ninal.Si.m Scales arrl 'lbtal Stress with tre B:1£::kgmn:l variables. 
ea:kgra.rd Vdriables 
Mmt.al Grcre 
Scale ~ carer statlli ~t 'Iln.lre Level Divisim 
.:r::El>M3 -.15 .()CJ -.11 -.00 .03 .19* .ITT 
RilIIl1 -.02 .CX5 .01 -.18* .04 .12 .00 
CJffil' .03 .03 .05 .05 .15 .17 .08 
QN. -.02 .14 .05 -.01 .03 .11 .04 
lHER -.CX5 .01 -.ITT .02 .12 -.11 -.04 
TIMIN, .05 .14 .12 -.02 -.15 .10 .12 
(1';E{EJ .CX5 -.08 -.08 -.11 .CX5 -.01 -.04 
CffiS .08 .OCJ -.07 -.00 .CX5 .10 .14 
ENJlR -.05 -.14 -.01 .04 .04 .CX5 .08 
aM1 .10 .01 .10 -.24** -.16 .15 .13 
FIS'.) -.02 -.08 -.00 -.21* .01 .12 -.01 
IlDIV -.07 .05 -.14 -.ITT .07 .04 .58 
Dm::R -.03 -.03 -.18 -.10 .04 .12 .07 
SE»A -.04 -.15 -.CX5 -.04 .04 .16 .14 
'IS.IBESS .01 .01 -.03 -.10 .03 .15 .11 
* p < .05 
** p < .01 






































B. GENERAL HEALTH 
Goldberg's (1972) General Health Questionnaire (GHQ-12) 
provides a measure of general health status. The inventory 
contains 12 items with Likert type responses ranging from 0 
to 3. Calculation of the general health index involves the 
summation of item responses making a maximum possible score 
of 36. High scores are indicative of ill health status. 
Health scores for the sample range from 3 to 32 with a 
mean of 12.01 (sd = 6.07, n = 134). The distribution of 
scores is presented in Table 13. Scale reliability is 
respectable (~= .86). The mean for this sample is slightly 
higher than means reported for other studies of employed 
males and females. Groups of employed people have reported 
GHQ-12 means ranging from 7.86 to 9.71. Unemployed groups 
report means of between 10.75 and 17.78 (Banks et al., 1980; 
Banks & Jackson 1982; Jackson et al., 1983; Kirkpatrick & 
Trew, 1986). 
Correlations between the background variables and health 
scores are reported in Table 14. All correlations fail to 
achieve statistical significance (£ <.05). High GHQ-12 
scores, indicative of ill health, were found to have a small 
positive association with the amount of pressure reported (£ 
= .22, £ <.05). 
C. THE SEX ROLE SCALES 
Sex role scales feminine positive (F+), feminine 
negative (F-), masculine positive (M+), masculine negative 
(M-), social desirability positive (S+) and social 
desirability negative (S-) are contained within the 
Fr:Eq..acy 
'DH.Ell 
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O:JrrelatiQ"l.s Eetw:e:l Eackgrrurl Variables arrl Health." 
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a '!he Cereral H?alth Q.Estiantlre (12 itars) CEVelq:ai cy 
G:Jld:erg (1972) is utilise::1 as tra m:asure of H?alth. 
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personality characteristcs of the PDQ (Antill et al., 1981). 
F+, F-, M+, and M- are made up of 10 items. The social 
desirability scales, s+, ands-, each contain 5 items. A 
total feminine scale (Ftot) is formed from the addition of 
F+ and F-. Similarly a total masculine scale (Mtot) is 
formed from both M+ and M-, and a total desirability score 
is formed from S+ and S- (reversed). Scale scores are the 
summation of item responses. Responses range from 1 to 7 
therefore F+, F-, M+ and M- have scores ranging from 10 to 
70, S+ ands- scores range from 5 to 35, and Ftot and Mtot 
scores range from 20 to 140 while Stot has scores between 10 
and 70. 
The relevant statistics for the sex role scales are 
presented in Table 15 and Table 16. Means for F+, F-, M+, 
and M- range from 28.56 to 50.86. Analysis of variance was 
used to test for significant differences between female and 
male subjects (Table 15). It is noted that three of the 
scales show significant gender differences. Females score 
significantly higher on F+ than do males (£ <.05), while 
males score significantly higher than females on M- (£ <.01) 
and Mtot (£ <.05). Alpha reliabilities for the scales are 
generally satisfactory ranging from .54 to .79 (Table 16). 
The S- scale is the weakest in this respect (~ = .54). 
Intercorrelations among the various sex role scales 
(Table 16) vary considerably but those between positive and 
negative subscales and their respective total scales are 
generally the highest. The Stat scale correlates 
significantly in expected directions with the feminine 
subscales (F+ ! = .24, F- r = -.39, £ < .01) and the 
masculine subscales (M+ r = .23, M- r = -.40, £ < .01) 
however these correlations are not large. 
.M:ans an::1 Starmtti r::eviatiais of tre Sex Pole Scales for Ferales, 
r1tles an::1 Total S:ltple. 
G:n:1:r 
Farale (~) Mile (n=43) Total 
Sex.R:lle 
Scalea M:an s:i M:an s:i M:an 
F+ 51.88 6.24 48.67 7.76* S-0.86 
F- 34.16 8.20 33.68 8.53 34.00 
M+- 41.70 7.24 42.90 6.63 42.09 
M- 26.91 7.88 31.78 7.58"""' 28.!:o 
Ftot 86.81 11.53 82.05 12.53 84.82 
Mtot 68.65 13.75 74.26 11.40* 70.S-O 
s+ 24.95 3.25 24.74 3.70 24.88 
s- 13.37 3.96 14.10 4.22 13.59 
Stat 51.78 5.67 S-0.55 5.63 51.39 
NJIE. 
a Sex role scales are fran tre Ferscral D:scripticn 
Q.:esticrraire, Fbr:m A (Pnti.11 et al., LoSl). 
Ftot = (F+) + (F-) 
Mtot = (M+-) + (M-) 
Stat= (s+) - (S-) + 40 
F+, F-, M+-, M-~ 10-70 
Ftot, Mtot ran;e 20-140 
s+, S-~ 5-35 
Stat ~ 10-70 
* p < .OS 













Interrorrelatirns of Sex Ible Scales arl 'Ireir Cbrrelatirns with Backgrrurl Vdriables arrl IEalth. 
--
Sex Ible Scalea 
F+ F- Mt- M- Ftot ltot St s- Stot 
Sex Rile Scales 
F+ ( .73) 
F- .23 (. 77) 
Mt- .16 -.24* (.73) 
M- -.2B* .03 _S()kk (.79) 
Ftot .74** .83** -.09 -.15 (. 77) 
Mt.at:. -.07 -.13 .85:aHr .88** -.13 (.83) 
St .37** -.16 .57-tt .02 .11 .34** ( .66) 
s- -.02 .45** .16 .60** .31** .45** -.23* ( .54) 
stot .24* -.39** .23* -.40** -.13 -.10 .75** -.82** (.63) 
Ead<gra.n:l variables 
KE .22 .16 .05 -.10 .23 -.04 .13 -.01 .06 
CEN:ER -.22 -.03 .00 .29* -.16 .20 -.03 .09 -.10 
WRrmL SOOIB .18 .02 .04 -.04 .11 .00 .09 -.01 .03 
EMl?W:tMENl' -.01 .03 -.05 -.03 .01 -.05 .01 -.07 .06 
'IEN.m .14 .09 .09 -.CX5 .14 .01 .19 -.CX5 .11 
GWE .02 .17. .04 .07 .13 .04 .14 -.06 .07 
mVISICN -.2£* .16 -.07 .21 -.04 .00 -.25* .Tl* -.31** 
.xBSECIIB .18 -.04 .17 -.05 .00 .06 .18 -.07 .13 
R:sITICN 'CTI£ .11 .00 -.01 -.18 .13 -.12 .10 .19 .17 
llWITH -.03 .31** -.14 .02 .22 -.09 -.04 .23* -.18 
IDIE. O::efficifflt filJ.ll:i est:inates oE rel i oo:i Ji ty for tre sex role scales ag;ear in i;arentreses. 
a sex role scales are fran t:ha Iers:::ral r:escriptian Q..Esticnm.re, Fbnn A (.Antill et al., 1981.) • 
* p < .01 




Sex role scale relations with the background variables 
are limited to five statistically significant correlations 
(£ < .01). Gender correlates significantly with M- (£ = 
.29, E < .01) as discussed above. Division correlates 
negatively with F+ (r = -.26, E < .01) displaying a general 
trend that employment at Head Office is associated with a 
lower femininity positive scale score than employment at a 
Branch. Division also correlates with the three social 
desirability scales (S+ ! = -.25, S- r = .27, Stat!= -.31, 
all E < .01). Health correlates positively to two of the 
sex role scales, F- (£ = .31 E < .001) and S- (£ = .23 E < 
. 01). 
For further analyses F+, F-, M+, M-, Ftot and Mtot 
scores are divided into quartiles. Quartiles are based on 
the distribution of scores. For each scale the 25, 50, 75 
and 100 percentiles become cutoff points and thus four 
levels of each scale emerge. Hence based on scale scores 
subjects fall into one of four levels/groups for each sex 
role scale (F+, F-, M+, M-, Ftot, Mtot). Males and females 
are represented at each level of the four levels, refer to 
Table 17 for the distribution. Two gender differences are 
observed, M- (~2 = 11.74, df = 3, E < .01) and Ftot (~2 = 
8.06, df = 3, E < .05) when quartiles are examined, however 
the earlier significance of gender for Mtot and F+ scales do 
not now appear. 
D. TESTING THE MODELS 
A series of ANOVA analyses are used to test the five sex 
role models (Lubinski et al., 1983; Marsh, 1987). The main 
effects of femininity and masculinity test the masculinity 
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'Il\ElE17 
Sex Distrfrut.im of Sex Pole Scale Smres. 
Sex Pole Scale Q..artiles 
Sex Fole 
·Scales 1 2 3 4 
F+ 
farele 14 25 21 24 
rrale 15 8 7 9 
F-
ferale 18 23 21 19 
rrale 12 9 10 10 
Mr 
ferale 22 19 26 17 
rrale 9 10 9 12 
14-
fs:rale 24 24 18 14 
rrale 6 6 12 l7jm 
Ftot 
ferale 14 23 21 22 
nale 16 7 9 7* 
Mtot 
ferale 25 16 21 17 
rrale 5 12 8 14 
NJIE. Sigri.fic:ant differen::es m ~ l:asis of g:n:er. 
* p < .OS 
jm p < .01 
62 
model and the additive androgyny model. The 
femininity-by-masculinity interaction test the interactive 
androgyny model. The interactions between the effects 
described above and gender test the congruence model. A 
general test for the differential androgyny model is based 
on a repeated measures ANOVA (MANOVA program) with main 
effects of masculinity and femininity and significant 
masculinity-by-scale and femininity-by-scale interactions 
observed. Separate analyses are conducted for positive 
scales (F+, M+), negative scales (F- M-) and the totals 
(Ftot, Mtot). Results from ANOVA analyses are presented in 
Table 18. 
The masculinity model proposes a significant main effect 
for masculinity while the effect of femininity should fail 
to reach significance or contribute very little. Some 
support for the masculinity model is evident, but only for 
groups based on negatively valued scales, in that a 
masculinity effect (M- E < .005) is present, however 
femininity also reaches significance (F- E < .05). 
The additive androgyny model relies on the significance 
of both masculinity and femininity effects. The additive 
androgyny model is supported for groups based on negatively 
valued scales in that both femininity and masculinity 
contribute substantially (F- E <.05, M- E <.005). The lack 
of masculinity and femininity effects for groups on the 
basis of positively valued scores and total scales offers no 
support for the additive androgyny model. 
The interactive androgyny model hypothesises an 
femininity-by-masculinity interaction that contributes 
beyond the individual contribution of femininity and 
masculinity. However the femininity-by-masculinity 
'JJIELEl.8 
1'J:.01A Effects of Femininity, f':ascul.inity an:1 G:n:3:r m M.lltiple 
Facets of rmrk Stress for Fcsitive, N:g:\tive an:1 'lbtal Scales. 
Fcsitive t-.~tive Total 
Effect F p F p F p - -
Eei:w:e1 
Fenininity ( F) 0.93 .430 4.02 .010* 1.24 .2,99 
M3sa.llinity(M) 1.39 .253 5.08 .003"'* 1.99 .122 
Garlar (G) 2.40 .125 3.42 .C68 2.10 .151 
FxM 0.86 .:61 0.77 .640 0.62 .778 
FxG 1.29 .282 0.94 .427 1.93 .131 
MxG 1.54 .211 2.07 .110 2.16 .098 
FxMxG 1.36 .255 \ 0.59 .763 1.54 .164 
Within 
Scale (S) 4.29 -~ 2.75 .001"'* 4.89 .ooo~ 
FxS 0.86 .716 0.66 .949 0.91 .628 
MxS 0.78 .828 0.79 .817 0.93 .596 
GxS 0.73 .732 0.75 .7rE 1.07 • .383 
FxMxS 0.85 .872 0.80 .941 0.72 .989 
FxGxS 0.92 .617 0.77 .845 0.63 .965 
MxGxS 0.61 .974 0~98 .511 1.10 .311 
FxMxGxS 0.92 .707 0.79 .920 0.85 .840 
NJIE. s.trjects were div.i.da:1 into frur gra..p3 m the l:asis of F an:1 M 
scores arrl a 4(F) x 4(M) x 2(G) x 14(WJrk stress D.irrensim Scales, 
a re;eata::i rreasures variable) ms r;:erfome::l m pressure refi!XI15eS 
with tra ~ prcarl..rre fran SFSSX ( Sl?SS<, statistical 
alg::irithrs, 1983). 
S:µirate araly.:es 'M:!re r;:erfome::l m F arrl M cerive:i fran p::stively 
valtB:i itars, reg:i.tivi:tly valtB:i itars arrl treir total. 
* p < .05 
*-k p < .005 
-lrl<* p < .001 
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interaction fails to reach statistical significance for 
groups based on positively valued scales negatively valued 
scales or their total. Furthermore this lack of interaction 
is also consistent across all the 14 areas of work stress as 
confirmed by the non significant femininity-by-masculinity-
by-Scale interaction. 
The congruence model posits that the effect of 
femininity and the effect of masculinity (and perhaps their 
interaction) will vary according to gender. In particular, 
femininity should contribute more than masculinity to stress 
scores than masculinity for females and masculinity should 
contribute more than femininity to stress scores for males. 
However, gender fails to interact with femininity, with 
masculinity, or with femininity-by-masculinity, for groups 
based on positively valued scales, negatively valued scales 
or their total. This lack of support is consistent across 
all the fourteen areas of work stress as evidenced by the 
nonsignificant femininity-by-Gender-by-Scale and non 
significant masculinity-by-Gender-by-Scale interactions. 
The differential androgyny model proposes that the 
relative contribution of masculinity and femininity will 
vary according to the specific facet (scale or dimension) of 
the criteria. The lack of femininity-by-Scale and 
masculinity-by-Scale interactions demonstrate no support for 
the differential androgyny model, hence no further 
investigation into the scale interaction is appropriate. 
The femininity negative and masculinity negative scales 
demonstrate a significant effect on the pressure job holders 
in the sample report. High quartile levels on these two 
scales are significantly associated with high levels of work 
pressure as can be seen in Table 19 which shows the 
'1N3l.E19 































I Ql Q2 Q3 &I 
M- Qmtiles 
NJIE. Qmtiles are fome:1 01 tre l::ssis of tre 25, 50, 75 an::1100 
pm:atiles for F- arrl for M--. 
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breakdown of TSTRESS by the 4 quartile levels of F- and M-. 
In summary these ANOVA results provide no support at all 
for the congruence model, the interactive androgyny model 
and the differential androgyny model. Weak support is 
provided for the masculinity model in that based on 
negatively valued scales masculinity contributes 
substantially to the prediction of total stress scores, but 
this is confounded by a significant femininity effect. 
Support is observed for the additive androgyny model, 
restricted to negatively valued masculinity and femininity 
scales. 
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CHAPTER FIVE: DISCUSSION 
Eleven distinct stressors are identified for the sample 
as a whole in this work stress study. Only three additional 
sources of stress are isolated dependent on job sector. 
This indicates that job holders at the grade three and four 
level, to a large degree, possess similar perceptions about 
the pressures they face in association with their work at 
the Bank. Two of the stressors isolated for the sample are 
associated with positive effects. One belongs to the 
quantitative overload dimension: 'There seems to be a sense 
of urgency about all work tasks', the other derives from the 
time management dimension: 'I have regular important 
deadlines that I have to meet in my work'. These stressors 
are interpreted by the sample as challenges to work 
accomplishment that are of an acceptable nature and bear no 
negative consequences. This positive effect is not 
surprising as it can add a sense of value and importance to 
the accomplishment of daily work tasks. 
Underload, the underutilisation of skills and abilities, 
emerges as a stress dimension for the sample. Two of the 
three underload items are endorsed by the sample as 
pressures and both are associated with a reported negative 
effect. Endorsement of this nature indicates a need for 
more stimulating and skilled work in job positions at this 
grade level. Banking inherently involves many clerical 
processes of a very repetitive nature. Jab rotation is seen 
to be providing some relief to this problematic area within 
the Bank. Although it may be necessary for the Bank to 
check whether tasks and competencies are optimally delegated 
to these middle level grades. Some attention to the 
principles of job enlargement or job enrichment for 
sufficient stimulation may prove to be worthwhile and of 
benefit to both job holders and the Bank. 
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Two of the three individual identity items are also 
isolated as stressors: 'I feel like a small cog in a big 
machine' and 'I sometimes feel trapped by the system here'. 
Work plays a large part in establishing self-identity. 
Restrictions on developing self-identity may lead to stress 
and dissatisfaction with the organisation that may result in 
negative repercussions such as poor performance and 
withdrawal behaviours including termination of employment. 
This focus of organisational stress is confirmed by the 
sample acknowledging 'The formal organisational structure 
has too much red tape' as a stressor. 
Communication and career development stress dimensions 
are represented by single items for the sample as a whole 
and additional emphasis is acknowledged for career 
development as a stressor specifically for job holders 
working in the areas of Typing, Customer Services and Loans. 
Lack of feedback, the perception of few opportunities to 
grow and learn new skills, and feeling at a standstill in 
one's career express personal discontent with the present 
working situation. Career development recognised as a 
source of stress may eventually force individuals to 
consider career alternatives outside the organisation and 
add to the turnover situation particularly if information on 
the possible job opportunities within branch banking and 
Head Office is not clear and freely available to job holders 
at this level in the Bank, once again this involves the 
matching of tasks and competencies. The Bank may also need 
to provide individuals with realistic expectations about 
their skills and career progress. 
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Every employee should have clarity regarding their own 
work tasks and competencies, what others expect from them on 
the job and what career possibilities exist within the 
organisation. 'I am not sure of how much authority I have' 
and 'At work I receive conflicting demands from two or more 
people' stressors for the whole sample, and 'My job duties 
are unclear to me' a stressor specific to job holders 
working in Administration and Loans, suggest a great need 
for improvement in clarity in these areas. Clear and 
concise information of duties and expected results can be 
presented in thorough job descriptions. Clarity of this 
nature can bring about many positive effects including 
realistic expectations and self esteem which may be coupled 
by better performance and therefore be beneficial to both 
the individual and the employing organisation. 
The remaining stressor isolated for specific job sectors 
involves quantitative overload. Too much work to complete 
in a normal day provides pressure for Administration, Loans, 
International and Other job sectors. This may reflect 
understaffing in these areas, lack of training and 
experience or the ill-allocation of work tasks to job 
holders and may require further attention to investigate the 
possible causes. 
Respondents' psychological well-being (or mental health) 
is indicated by total GHQ scores, high scores are indicative 
poorer psychological well-being. The mean health score for 
the sample is slightly higher than means reported for other 
employed groups as summarised in Table 1. In terms of 
health scores the Bank sample in this study appear to be 
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very similar to Kirkpatrick and Trew's (1985) 'social life 
style unemployed males'. It may be that life style patterns 
play a moderating role for both employed and unemployed 
groups of males and females when health scores on the CHQ-12 
are considered and this is an area which requires further 
investigation in order to assess this possible trend. 
A small but significant relationship is observed between 
psychological well-being (as measured by the GHQ-12) and 
total stress scores. Higher levels of stress are associated 
with greater ill-health symptomology. The direction of 
causalty though can not be inferred from this 
ill-health/stress relationship as although high levels of 
stress may lead to high levels of ill-health it is also 
likely that low general well-being may predispose or 
influence the individual perception of pressure in the work 
environment. Two significant correlations are observed for 
the health score. These correlations involve the negative 
femininity sex role scale and the negative social 
desirability scale. The characteristics pertaining to 
negative femininity (dependent, need approval, nervous, 
timid, self-critical, weak, bashful, sky, anxious, worrying) 
and negative social desirability (tense, rash, childlike, 
absent-minded, silly) are associated statistically with 
lower levels of psychological well-being. Negative 
femininity is also correlated significantly with negative 
social desirability (! = .45). 
On examination the General Health Questionnaire contains 
items of a similar nature to the negative femininity and 
negative social desirability scales such as worry, strain, 
overcome difficulties, unhappy and depressed. It is 
therefore not surprising that a positive correlations exists 
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between these scales. The masculinity negative scale on the 
other hand bears considerable less resemblance to the GHQ 
with the characteristics bossy, noisy, showoff, agressive, 
sarcastic, michievous, feel superior, boastful, rude, and 
see self running show. Hence a significant relationship 
between negative masculinity and general well-being would 
not be expected even though the masculinity negative scale 
correlates significantly with the negative social 
desirability scale. 
There is a need to consider the possibility that the 
GHQ, a measure of psychological well-being, emphasises 
anxiety and symptomology which may possibly be associated 
with femininity. That is, the GHQ could be biased and 
findings here may be somewhat illusory. 
The results of this survey research are acknowledged as 
indicative and not conclusive. The size of the sample is 
relatively small and restricted to'grade three and grade 
four job positions within the Wellington District of the 
BNZ. The possibility exists that the group of respondents 
may differ quite significantly and have greater concerns for 
stress than non-participaters. Only following further 
research would results be able to be generalised to other 
Districts. Different grade levels would also require 
further investigation. 
Results from the series of ANOVA analyses, utilised in 
this investigation of sex role orientation and work stress 
to test the five sex role models, provide support for only 
one model, the additive anndrogyny model. Masculinity and 
femininity effects are observed for stress scores but these 
effects are restricted to the negative sex role scales. It 
appears that masculine negative characteristics: bossy, 
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noisy, show off, aggressive, sarcastic, mischievious, feel 
superior, boastful, rude, and see self running show; and 
feminine negative characteristics: dependent, need approval, 
nervous, timid, self critical, weak, bashful, shy, anxious, 
and worrying; influence the level of stress experienced and 
reported by job holders in the study. Generally scores in 
the higher levels of masculine negative and feminine 
negative scales are associated with higher total stress 
scores. 
The reportation of stress seems to be quite oblivious to 
the impact of positive characteristics of masculinity and 
femininity. The femininity negative and masculinity 
negative effects are completely obscured when total sex role 
scales are considered. These findings confirm the 
importance of including both positivie and negative 
components of masculinity and femininity in sex role 
inventories (Antill et al., 1981; Spence et al, 1979) and 
the importance of examining the subscales in the 
investigation of sex role models as contributing or 
explanatory factors. (Marsh & Myers, 1986; Russell & 
Antill, 1984). 
Differences in work stress on the basis of gender are 
not supported by the results of this study. Since no gender 
effects or interactions obtain significance for the sample 
it is assumed that neither being female nor male is 
advantageous nor disadvantageous in this work setting with 
regard to job pressures (c.f., Doefler & Kammer, 1986; Jick 
& Mitz, 1985). The psychological importance of femininity 
negative attributes and masculinity negative attributes 
exceeds the explanatory power that is often assumed in 
biological gender. It appears that the socialisation 
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processes that develop personality characterisitcs 
associated with negative femininity and negative masculinity 
rather than the dichotomous categorisation at birth of 'boy' 
or 'girl' effects job holder's perceptions of stressors in 
the work environment. 
In contrast to conclusions drawn from meta analyses and 
reviews concerning sex roles the masculinity model does not 
receive strong support (Bassoff & Glass, 1982; Taylor & 
Hall, 1982; Whitley, 1983, 1984). This lack of support may 
be perculiar to the area of work stress since this is once 
of the first studies to investigate the interplay of sex 
roles orientation and work stress. Contrasts to past 
research may also stem from the specific occupational 
samples involved in the research, the discrete hierarchical 
levels involved in this study or the specific sex role 
inventory utilised. The Personal Description Questionnaire 
developed by Antill et al., (1981) is a relatively new 
development and many researchers have yet to distinguish 
between the relative contribution of positive and negative 
components of masculine and feminine items in their research 
on general adjustment, depression and psychological 
well-being. The critical imbalance of positive and 
negative, masculine and feminine items in sex role 
inventories relied upon in sex role related research may in 
fact be biasing results towards the beneficiality of 
masculine traits. 
Zeldow and Daugherty's (1987) study involving the 
psychosocial adjustment of medical students and Marsh's 
(1987) study concerning the self concept of high school 
students have supported the differential androgyny model. 
In this study of work stress however the differential 
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androgyny model receives no evidence of support at all. 
Differential effects of masculinity and femininity, based on 
positively valued items, negatively valued items or both, 
have not been exhibited for the 14 work stress dimensions 
studied. It would appear that the socialisation processes 
do not discriminate among these work stress dimensions 
although this outcome may be a direct consequence of the 
particular nature of the stress dimensions chosen in this 
study. The use of a global stress score does not obscure 
any relative contribution of masculinity and femininity on 
the basis of dimensions. With femininity negative and 
masculinity negative effects for reported pressure 
programmes focusing on positive self awareness and 
assertiveness in relation to work situations are implicated 
to be of benefit to job holders as these may help minimise 
the irnpa~t of negative sex role attributes on perceived 
pressure. 
Following up the suggestion to include sex role theory 
in the study of work stress to enable greater understanding 
of the social-psychological explanation of sex differences 
(Jick & Mitz, 1985) has been both interesting and 
worthwhile. Attributes of femininity negative and 
masculinity negative are observed to exert a significant 
effect on the stress scores of the sample involved in this 
thesis research supporting the involvement of socialization 
process in the perception of stressors in a working 
environment. This is a relatively new area of study and it 
remains to be seen if these results can be replicated for 
different levels in the Bank as well as other occupational 
groups. Socialisation processes may also effect the coping 
behaviours associated with work stress and this is another 
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area which warrants further investigation. 
The author is particularly interested in the future 
analysis of work stress and sex roles among different 
hierarchical organisational levels which would not only 
extend the investigation of social psychological explanation 
but could also encompass comparisons to the explanation 
offered by the structural model which focuses on the 
specific work roles assigned to men and women. 
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APPENDIX I 
The Survey Questionnaire 
Dear Job Holder, 
I am a postgraduate student interested in people and the 
pressures people experience in their employment. The 
attached survey questionnaire is an important and essential 
part of my thesis research work in this area. 
It would be greatly appreciated if you would participate in 
my study by completing this survey and returning it in the 
envelope provided by Friday 25 September, 1987. 
Thank you for your cooperation. 
Lynn Dryburgh. 
RESEARCHER 
SURVEY OF JOB HOLDERS AND THEIR JOB PRESSURES 
This survey is about you and some of the pressures 
you experience in your work. 
You will be asked to describe yourself and respond 
to some work related situations and features that 
may be present in your job. 
Please complete this survey as honestly as you. 
can. All information and opinions which you may 
express will remain entirely CONFIDENTIAL AND 
ANONYMOUS. 
This is not a test, there are no right or wrong 
answers. You will find completion easiest if you 
complete the survey fairly swiftly. 
Please print all of your responses clearly. 
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JOB PRESSURES 
What pressures do you have at work? 
Listed on the following pages are a number of work related 
features and .:situations. Please indicate the level of 
pressure you experience from each work feature. 
Hark 1 if you feel no pressure 
2 if you feel slight pressure 
3 if you feel moderate pressure 
4 if you feel extreme pressure 
It is possible that the level of pressure you experience may 
have a positive, neutral or negative effect on you'. Please 
also indicate how you feel the level of pressure affects you 
tor each of the work related features, 
Mark 1 if a positive effect on you 
Here is 
2 if a neutral, no effect on you 
3 if a negative eff~ct on you 
an example: 
PRESSURE EFFECT 
1 = I feel NO pre.:ssure 1 = POSITIVE effect on 
2' = I feel SLIGHT pressure 2 = NEUTRAL, NO effect 
3 = I feel HODERATE pres~ure 3 = NEGATIVE effect on 
4 = I feel EXTREME pressure 
Work feature Pres.sure 
1 2 3 4 
I frequently spend evenings and 3 weekends finishing my work 
in this case the response "3" f~r pressure indicates that 
you experience moderate -pre~sure from this work feature 
and the "3" for effect indicates that this has a negative 
effect on you. 
Effect 
1 2 3 
3 







1 I feel NO pressure 1 = POSITIVE effect on me = 
2 I :feel SLIGHT pressure 2 = NEUTRAL, NO effect on me = 3 NEGATIVE ef:fact on 3 I feel MODERATE pressure = me = 
4 = I :feel EXTREME pressure 
Pressure Effect 
Work :features 1 2 3 4 1 2 3 
1 Hy Job duties are unclear to me 
2 At work I receive conflicting demands froca 
two or more people 
3 I have more work to do than can be done in 
a normal workinr day 
" I often have difficulty in decidinr between hirh productivity and high ~~alit7 o! work 
5 I find IQ' skills and/or abilities are not 
beinr well used at work 
6 It 15 often difficult to keep to a daily 
schedule in my 11ork 
7 I !eel that I am at a standstill in my career 
a An overabundance of rules and policies 
do not allow me the freedom to make my own 
decisions or use my own ideas at work 
9 I don't have rights to a private work area 
in this organisation 
10 Sometimes I have difficulty in com:nunicatinr 
with 1117' supervisor 
11 I am not part of a close-knit work rroup 
12 I feel that working for this company impose~ 
restrictions on my behaviour 
13 It seems that my work is sometimes overlooked 
for no 100d reason 
14 MT colleagues sooetimes make remarks and/or 
restures which are directed at me and which 
are of a sexual nature 
15 I do not fully understand what is exJ,1ected 
of me in 1117' job 
18 I do thin1s on the Job that are acceptable 
to one per5on a.nd not to another 
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PRESSURE EFFECT 
1 = I feel NO pres:sure 1 = POSITIVE effect on me 
2 = I feel SL1GHT pressure 2 = NEUTRAL, NO effect on me 
3 = I feel HODER.ATE pressure 3 = NEGATIVE effect on me 
4 = I feel EXTREME pressure, 
Pre:s:sure Ef:f.ect 
Work features · 1 2 3 4 1 2 3 
17 Hy Job re:sponsibilitie:s are 
ke'ep up with 
difficult to 
18 The oriani:sation expects more of me than my 
skills and/or abilities can meet 
19 Hy job ls seldom challengin1 
20 I have regular important deadline:s that I 
have to meet i~ my work 
21 I have tew opportunities to irow or learn 
new skills in this organisation 
22 The formal organisational :structure hiu too 
much red tape 
23 My work area i.s abnormally noisy 
24 There is little opportunit7 to receive feed-
back on how I ui doing in 1111' Job 
25 Hy colleague:s are highly competitive 
26 I feel like a small cog in a bil machine 
27 I feel that others tend to treat me/my work 
di:tferently becau:se of my :sex 
28 When talking to a colleague ot the opposite 
:sex I am aware of sexual overtones in tho 
di:scussion 
29 I am not sure of how much authority I have 
30 I work on unneccessary tasks or projects 
31 There seems to be a sense of urgency about ! 
all work tasks 
32 My assigned work tasks are sometimes too 
dift icul t and/or too complex 
33 I frequently find my work boring; and repetitive 
3-4 I a..m :c.ot sure that I have divided 
. 
mr time 










1 = I 
2 = I 
3 = I 
" = I 
PRESSURE 
feel NO pre:s:sure 
feel SLIGHT pre:s:sur~ 
feel MODERATE pressure 
feel EXTREME pressure 
EFFECT 
1 = POSITIVE effect on me 
2 = NEUTRAL, NO effect on me 
3 = NEGATIVE effect on me 
Pressure Effect 
Work feature:s . l 2 3 4 1 2 3 
I lack the proper opportunities to advance -
in thi:s organisation 
A person at my level has little control over 
the job 
The equipment available for completing work 
is poor 
I cannot talk easily with my colleagues 
I Hnd I don't get much 5upport from my work 
iroup 
I :sometimes feel trapped by the system here 
I don't :seem to ,et the :same job opportunities 
a:s others 
I feel that I am :sometimes treated a:s a sexual 
object rather than as a colleague 
Are there other :situations that have not been mentioned which you 
feel are job pres:sure:s7 Please write a brief :statement to describe 
the :situation(:s) an~ then indicate the level of pressure and the 
nature of effect a:s for the other :situations. 
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PERSONAL DESCRIPTION 
Thi., ta5k a.,k., you to de.,cribe your.,elf. Below 1., a li.,t of 
characteristic.,. Plea5e u:se the5e to de5cribe your5elf. 
Indicate on a 5cale of 1 to 7 how true of you the5e variou5 
characteri.,tic., are. Plea5e do not leave any characteri.,tic 
unmarked. 
For example: j Happy 
Hark 1 if it i5 NEVER OR ALHOST NEVER TRUE that you are happy 
2 i:t' it is USUALLY NOT TRUE that you are happy 
3 i:t' it i5 SOHETIHES BUT NOT INFREQUENTLY TRUE that you are happy 
" if it i5 OCCASIONALLY TRUE that you are happy 5 i:t' it i5 OFTEN TRUE that you are happy 
8 i:t' it i., USUALLY TRUE that you are happy 
7 if it i., ALWAYS OR ALMOST ALWAYS TRUE that you are happy 
Thu., if you !eel that it i., SOHETIHES BUT INFREQUENTLY TRUE that you are 
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Thi:s :section ask:s you to indicate how you have been feeling 
in general over the pa:st few weeks. 
For each item select the code number that best de!lcribes your 
feelings and print it clearly in the box provided. 
CODES FOR ITEMS l TO 6 ARE 
0 = not at all 
1 = no more than usual 
2 = rather more than usual 
3 = much more than usual 
Have you recently 
1. lost much sleep over worry? 
2. felt constantly under strain? 
3. :felt you couldn't over come your difficulties? 
4. been feeling unhappy and depressed? 
5. been losing confidence in 
6. been thinking of yourself 
CODES FOR ITEMS 7 TO 12 ARE 
0 = more :so than u:sual 
l = same as usual 
2 = les:s so than usual 
3: much less than usual 
Have you recently 
yourself? 
ti.!! a worthle!ls per:son? 
7. felt that you are playing a useful part in things? 
8. felt capable of making decisions about things? 
9. been able to enjoy your normal day-to-day activitie.ll? 
10. been able to face up to your problems? 
11. been feeling rea!lonably happy all thing.ll con!lidered? 
12. been able to concentrate on whatever you're doing? 
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GENERAL INFORMATION 
Please supply the following information about yourself and 
your current job position by printing the correct code 
number in the box provided. 
For example:! Today I arrived at work ..•... j 
1 = early 
2:: on time 
3 = late 
If your response i= "on time• then you would print a •2• 
in the code box for this statement 
( Toda:, I arrived at work ...... j 2. 
Now please complete items 1 to 9 in the same manner. 
1. The age group that I belong to is ...... I 
1 = under 20 years 
2:: 20 - 24 :,ears 
3 = 25 - 29 years 
4:: 30 - 34 years 
5 = 35 - 39 years 
6:: 40 - 45 :,ears 
7 = 45 - 50 years 
8 = 50 years or older 
2. Sex ............... ,.,,,,,••••,••••••••. I 
1 = female 
2 = male 
3. Present marital status .......•.•....••. ( 
1 = single 
2 = married or defacto relationship 
3 = separated or divorced 
4 = widowed 
4. I am employed ...........•... ,, •. ,•••••. I 
1 = temporary 
2 = part-time 
3 = full-time 
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5. I have been with this organisation for ... 
1 = le:s:s than 1 year 
2 = 1 - 2 year:s 
3 = 2 - 3 year:s 
4 = 3 - 4 year:s 
5 = 4 - 5 year:s 
6 = 5 years or more 
S. Hy Job i:s ............................... 1 
3 = grade 3 
4 = grade 4 
7. I work in ............................... 1 
1 = a branch 
2 = a di:strict office 
3 = head office 
8. Hy work is in .•.....•.. • • . • • • • • • • • • • • • · .1 
1 = administration 
2 = typing 
3 = cu:stomer service:s 
4 = loan:s 
5 = international 
9. I have been in thi:s po:sition for ..•..•... \ 
1 = 0 - 6 month:s 
2 = 6 - 12 months 
3 = 1 - 2 year:s 
4 = 2 - 3 year:s 
5 = 3 - 4 year:s 
6 = 4 - 5 year:s 
7 = 5 years or more 
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!hank you for your participation in thi5 job 
holders and job pressure5 survey. 
Re5ult5 of thi5 study will be avaliable in October 
and will be circulated to all participant5. 
If you have any comment5 that you would like to 
make plea5e u5e the 5pace provided below. 





This page was substituted for Head Office questionnaires 
5. 1 have been with thi:s organi.sation for ••. 
1 = le:s:s than 1 year 
2 = 1 - 2 year:s 
3 = 2 - 3 year:s 
4 = 3 - 4 years 
5 = 4 - 5 year:s 
6 = 5 years or more 
6. My Job is ............................... ) 
3 = grade 3 
4 = grade 4 
7. My divi.sion is 
(please :supply answer) 
8. My work mainly invol ve:s ..•.••.•••••••••• I 
[ 9. 
1 = administration 
2 = typine 
0 = other 
I have been in thb 
1 = 0 - 6 months 
2 = 6 - 12 months 
3 = 1 - 2 years 
4 = 2 - 3 years 
5 = 3 - 4 years 
6 = 4 - 5 years 
7 = 5 years or more 




The Fourteen Work Stress Dimensions. 
JOBAMB: Job Ambiguity 
1 My job duties are unclear to me 
15 I do not fully understand what is expected of me in 
my job 
29 I am not sure of how much authority I have 
ROLECON: Role Conflict 
2 At work I receive conflicting demands from two or 
more people 
16 I do things on the job that are acceptable to one 
person and not to another 
30 I work on unnecessary tasks or projects 










more work to do than can be done in a normal 
responsibilities are difficult to keep up 
seems to be a sense of urgency about all work 
QUAL: Qualitative Overload 
4 I often have difficulty in deciding between high 
productivity and high quality of work 
18 The organisation expects more of me than my skills 
and/or abilities can meet 
32 My assigned work tasks are sometimes too difficult 
and/or too complex 
UNDER: Underload 
5 I find my skills and/or abilities are not being 
well used at work 
19 My job is seldom challenging 
33 I frequently find my work boring and repetitive 
TIME: Time Management 
It is often difficult to keep to a daily schedule 
in my work 
I have regular important deadlines that I have to 




34 I am not sure that I divide my time properly among 
tasks at work 




I feel that I am at a standstill in my career 
I have few opportunities to grow or learn new 
skills in this organisation 
I lack the proper opportunities to advance in this 
organisation 
ORGST: Organisational Structure 
8 An over abundance of rules and policies do not 
allow me the freedom to use my own ideas at work 
22 The formal organisational structure has too much 
red tape 
36 A person at my level has little control over the 
job 
ENVIR: Environmental Conditions 
9 I don't have rights to a private work area in the 
organisation 
23 My work area is abnormally noisy 





Sometimes I have difficulty in communicating with 
my supervisor 
There is little opportunity to receive feedback on 
how I am doing in my job 
I cannot talk easily with my colleagues 
FISO: Feeling Isolated 
11 I am not part of a close-knit work group 
25 My colleagues are highly competitive 
39 I find I don't get much support from my work group 
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I feel that working for this company imposes 
restrictions on my behaviour 
I feel like a small cog in a big machine 





It seems that my work is sometimes overlooked for 
no good reason 
I feel that others treat me/my work differently 
because of my sex 
I don't seem to get the same job opportunities as 
others 




My colleagues sometimes make remarks and/or 
gestures which are directed at me and which are of 
a sexual nature 
When talking to a colleague of the opposite sex I 
am aware of sexual overtones in the discussion 
I feel that I am sometimes treated as a sexual 
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Persc:ral D?scriptim QEsticmaire 
lEbnn A {l'ntill et al, 1981} 
Cbrpm.tive Mr Childlike 
C'aSl.al Mr Pnxirus 
Timid F- i:::e.ct.e self to ot:l:l=rs 
Self-critical F- Feel sq:erior 
Icgi.ral s+ a:astful 
Grateful F+ I.c¥tl 
Sarcastic M- Strm:J 
Fbrc:Eful Ml- carefree 
Clear-thinkinJ s+- llh:art:-mirdrl 
Wxlk F- RrE 
B3shful F- S2e self nmirg 9Uv 
Mischiev'O.lS M- o..rtJ:p:km 
I:e:p:nsihle F+ W)nyuq 
Brotiaru. F+ C:ffitle 
lero.lIO:?ful s+- Silly 





















8 Weld Street 
Wades town 
WELLINGTON 1 
Dear Job Holder, 
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I would like to remind you of the SURVEY OF JOB HOLDERS AND 
THEIR JOB PRESSURES distributed last week. 
This research study is dependent upon the completion and the 
return of questionnaires in order to provide an 
understanding of the pressures people like y~u face at work. 
Your reactions, ideas and opinions are very important. One 
hundred questionnaires have been completed and returned, if 
one of these is yours - THANKYOU. 
If you have not already done so please complete the 
questionnaire and return it in the mail as soon as possible. 
Questionnaires will be accepted up until September 30. Your 





Results Circulated to Respondents 
SURVEY OF JOB HOLDERS AND THEIR JOB PRESSURES 
THE RESULTS 
100 
250 questionnaires were distributed to BNZ employees at 
grade 3 and grade 4 during September. A total of 135 useable 
questionnaires were obtained and analysed; 105 from BNZ 
branches in the Wellington District, 30 from divisions at 
Head Office. A respose rate of 54%. 
74% of job holders in the sample are Grade 4 and 96% are 
in full time positions. Females made up 66% of the sample 
and the age group composition is as follows: 
Under 20 years 
20 - 24 years 
25 - 29 years 





Most people had been with the BNZ for at least 2 years, 
with 31% reporting tenures of 5 years or more. The sample 
was examined in terms of the following job sectors: 
Administration 10% 
Typing 8% 
Customer Services 23% 
Loans 21% 
International 21% 
Other eg. specialist 17% 
JOB PRESSURES - Eleven key job pressures, listed below with 
the associated effect, were reported throughout the sample 
(endorsed by at least 60% of respondents as a pressure). 
JOB PRESSURES FOR THE WHOLE SAMPLE 
I have regular important deadlines to meet 
There seems to be a sense of urgency about 
all work tasks 
I sometimes feel trapped by the system here 
At work I receive conflicting demands from 
two or more people 
The formal organisational structure has too 
much red tape 
There is little oppportunity to receive 
feedback on how I am doing in my job 
I frequently find my work boring and 
repetitive 
My job is seldom challenging 
I feel like a small cog in a big machine 
I am not sure how much authority I have 
I have few opportunities to grow or learn 













Three job pressures are reported by job holders in 
particular job sectors. 
JOB PRESSURES (SPECIFIC JOB SECTORS) 
I have more work to do than can be done in 
normal working day (Administration, Loans, 
International, Other) 
I feel that I am at a standstill in my 
career (Typing, Customer Services, Loans) 







HEALTH - The short health inventory included in the 
questionnaire has been used in a number of overseas studies. 
The mean score for the sample is 12.01, slightly higher than 
overseas studies of employed groups. Note that a high score 
is indicative of low well being or ill health. No 
differences were found on the basis of gender or job sector. 
Ill health was found to be associated with the amount of 
pressure reported. 
PERSONAL DESCRIPTION - The Personal Description section in 
the survey is designed to measure personality attributes of 
femininity and masculinity. Note, that regardless of 
biological gender a person may posess a certain degree of 
femininity and a certain degree of masculinity. This study 
set out to examine the relationships between femininity, 
masculinity and work pressure. 
It was found that femininity-negative scale scores and 
masculine-negative scale scores have a significant effect on 
the pressure reported by job holders. High scores on these 
scales were significantly associated with high levels of 
work pressure. 
Femininity-negative items are: Dependent, Need approval, 
Nervous, Timid, Self-critical, Weak, Bashful, Shy, Anxious, 
and Worrying. 
Masculinity-negative items are: Bossy, Noisy, Show-off, 
Aggressive, Sarcastic, Mischievous, Feel superior, Boastful, 
Rude, and See self running show. 
This is a relatively new area of study and it remains to 
be seen if these results can be repeated with other samples 
and for different occupational groups. 
I EXTEND MY SINCEREST THANKS TO ALL THOSE PEOPLE WHO 
PARTICIPATED IN THIS SURVEY STUDY, WITHOUT YOUR COOPERATION 




Extra Job Pressures 
Listed below are the extra job pressures reported by 
subjects in response to the open ended question in the Job 
Pressures section of the Job Holders and Their Job Pressures 
Questionnaire. Subjects' code and responses on the PRESSURE 
and EFFECT scales are included. 
PRESSURE 
1 = I feel NO pressure. 
2 = I feel SLIGHT pressure. 
3 = I feel MODERATE pressure. 
4 = I feel EXTREME pressure. 
EFFECT 
1 = POSITIVE effect on me. 
2 = NEUTRAL, NO effect on me. 
3 = NEGATIVE effect on me. 
SUBJECT 
CODE EXTRA JOB PRESSURES REPORTED 
004 Lack of interest/abilities 
in colleagues 
027 Working through lunch hours 
with short staff 
027 Lack of knowledge, with staff 
not knowing or can't be 
bothered learning 
027 Incompetence in staff (laziness) 
046 My wages do not compare well 
with similar industries 








I find the area I work in too hot 
or too cold 
Ideas I come up with are ignored 
People waste my time 
Abusive or rude customers 
Being in the same branch too long 
Because I can't get my daily work 
done I find it hard to be pleasant 






















CODE EXTRA JOB PRESSURES REPORTED PRESSURE EFFECT 
108 There are areas of work I find 
hard to refer to others as they 
lack information I need - no back up 3 3 
108 With increase of work load 
non-urgent/important work is 
constantly deferred 3 3 
108 I have to turn my attention away 
from my special jobs to help 
those I supervise as they have 
not had enough training 3 3 
108 I feel that if I leave a task 
someone's going to walk in and 
reprimand my actions 3 3 
124 Being taken for granted 3 3 
132 Putting up with bitchiness 
( gossip etc) 3 3 
229 Asking people for help in areas that 
you know nothing about, then having 
them treat you as a complete idiot 4 3 
235 Various departments don't work 
smoothly together - as if we all 
work for different organisations 3 3 
235 High staff turnover means new, 
improperly trained staff make 
238 
unnecessary errors causing more 
work for other departments 
Lack of communication from management 
level about personnel transfers 
eg. how long you will be in your 
3 





I feel that many male colleagues 
do not want women in management 
positions 
I do work which is not in my job 
description because no-one-else 
is able to do it 
Lack of communication 
I find my tertiary qualification 
causes a natural bias to my work 
3 
4 
4 
4 
3 
3 
3 
3 
3 
3 
